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ABSTRACT
WOMEN IN INTERCOLLEGIATE ATHLETICS: AN EXPLORATION OF THE
CAREER DEVELOPMENT OF FEMALE SENIOR ADMINISTRATORS
Meg G. Hancock
April 13,2012
The roles of assistant and associate athletic director have been identified as
positions in the "pipeline" to achieving the position of Athletic Director (Grappendorf,
Lough, & Griffin, 2004; Lapchick, 2010). Given the underrepresentation of female
Athletic Directors in intercollegiate athletics and the concern that women may experience
difficulty accessing such positions, there is a growing need to understand the career
experiences and expectations of women in senior-level management positions in
intercollegiate athletics.
The purpose of this study was to explore the career development of female
assistant and associate athletic directors at NCAA Division I institutions. This study
investigated participants' (a) career goals and expectations, (b) supports and barriers to
career goals, and (c) negotiation strategies and coping mechanisms for managing barriers
and supports in the pursuit of career goals.
Data were collected from 15 senior-level female administrators in NCAA
Division I intercollegiate athletics departments. Career goals for participants included (a)
contributing to the development of student athletes and (b) advancing within an athletic
department to a position of influence. For the majority of participants, a "position of
influence" did not include a career goal of achieving the position of Athletic Director.
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Participants identified supports to achieving career goals as relationships with supervisors
and mentors, professional development activities, opportunities for career advancement.
Barriers to career goals included factors participants associated with a male-dominated
industry and organizational structures. Participants perceived, however, the culture of
intercollegiate athletics is shifting to one that is more gender inclusive. Moreover,
findings suggest the perceived gender typing of positions in an athletic department may
be a product of choice rather than a male-dominated industry or organizational structure.
Finally, participants negotiated barriers by learning new skills, engaging networks, and
through a process of self-reflection.
Study findings provided valuable information for sport managers in
intercollegiate athletics, the sport management classroom, and women and men entering
intercollegiate athletic administration.
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CHAPTER I
INTRODUCTION
Women in the U.S. Workforce

The gender composition of the United States labor force has changed dramatically
in the last five decades. Participation by women is on the rise and projections estimate
that women will account for 51.2% of the growth of the labor force by 2018 (U.S.
Department of Labor Statistics, 2009). Today, women comprise 46.8% of the total labor
force and more than 50% of managerial and professional staff positions (U.S. Bureau of
Labor Statistics) - an exponential shift from the 1950s and 1960s when women held only
13% of management positions (Catalyst, 2011e). The increase in the number of women
in the workforce may be attributed, in part, to women's access to and participation in
higher education. For example, women earned 57% of the bachelor's degrees and 61 %
of master's degrees conferred in 2009 (National Center for Education Statistics, 2010),
while in 2010 women earning Ph.D.s outnumbered men earning Ph.D.s for the first time
in U.S. history (Pellegrino, D' Amato, & Weisberg, 2011).
Women in Management

As the number of women earning degrees, participating in the workforce, and
serving in management positions increases, one might expect the representation of
women in executive management (e.g., chief executive officers, chief financial officers,
corporate and executive board presidents) to also increase. To the contrary, women's
representation on executive boards, governing bodies, and as chief corporate officers has

flat-lined and a decline may be imminent (Catalyst, 2011c). For example, in nursing,
women constitute approximately 96% of registered nurses, but account for less than half
of management positions (U.S. Department of Health & Human Services, 2011).
Conversely, women represent 72.5% of all other medical and health services managers
despite underrepresentation as physicians and surgeons (32.3%) (Catalyst, 201 If).
Thirty-one percent of lawyers are women, yet women only account for 19.4% of firm
partners (Catalyst, 2011 b). In academia, women hold 23% of the presidencies and 24%
of full professorships at colleges and universities in the United States (Catalyst, 20 lId).
Women in science occupy positions such as biological scientists (45.8%), medical
scientists (53.7%), chemists (33.5%), and computer scientists/mathematicians (25.8%),
yet hold only 21.6% of the managerial positions (Catalyst, 201 If). Only 2.8% of Fortune
500 companies are under the leadership of women (Catalyst, 2011 b). Moreover, women
hold only 15.4% of the board seats in Fortune 500 companies despite the finding that
companies with three or more women on the board performed significantly better socially
and financially than companies with two or fewer female board members (Catalyst). In
other words, men often dominate managerial positions in organizational structures. Of
interest in the current study is one traditionally male dominated arena - the sport
industry.
The most recent Racial and Gender Report Card (Lapchick, 2011) reported that
in the last decade (2001-2010), the representation of women in executive management
positions declined in five of the six major North American professional sport leagues
[i.e., National Football League (NFL), Major League Baseball (MLB), National Hockey
League (NHL), National Basketball Association (NBA), Major League Soccer (MLS)].
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The Women's National Basketball Association (WNBA) was the only exception
reporting an increase of 21 % of women in executi ve management (Lapchick, 2010).
Executive management in sport organizations includes positional titles such as chief
executive officer, president, general manager, vice president, and Athletic Director
(Lapchick). Although the sport industry includes numerous segments such as
professional sport, health and fitness, facility management, and event management, this
study focuses on intercollegiate athletics.
The number of women working in intercollegiate athletic administration has
increased over the last decade (Acosta & Carpenter, 2010). For example, between 2008
and 2009, women accounted for 42.5% (NCAA Division I), 43.5% (NCAA Division II),
and 46.2% (NCAA Division III) of professional administration positions in
intercollegiate athletics - an average divisional increase of 8.6% (Lapchick, 2010).
While the increase of women in professional staff positions in intercollegiate athletic
programs is impressive, research suggests (Grappendorf & Lough, 2006; Grappendorf et
aI., 2004; Whisenant, Pederson, & ObenoUf, 2002) these positions are not in the
managerial "pipeline."
The pipeline refers to senior-level title positions of assistant athletic director and
associate athletic director (Grappendorf et aI., 2004; Lapchick, 2010). Individuals
holding senior-level positions are perceived to be more likely to achieve an Athletic
Director position than those in professional administration because the skill sets
associated with senior-level administration, such as budgeting, fundraising, and
supervisory responsibility, are perceived to be more transferable to the position of
Athletic Director (Grappendorf & Lough, 2006; Grappendorf et aI., 2004; Lapchick,
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2010). Thus, senior-level positions are perceived as "training grounds" for the executive
level Athletic Director position (Lapchick).
While more women work in intercollegiate athletics than ever before, the
proportion of women as senior- and executive-level managers in general is declining
(Acosta & Carpenter, 2010; Lapchick, 2010). For example, in the last five years, the
percentage of female senior-level administrators in Division I has increased by 2.7%,
while Divisions II and III have experienced declines of 8.5% and 7.1 % (Lapchick, 2010).
Between 2008 and 2010, the overall percentage of female Athletic Directors at NCAA
institutions declined from 2l.3% to 19.3% (Acosta & Carpenter, 2010). Moreover,
13.2% of NCAA intercollegiate athletic departments have no female representation at the
executive or senior levels of administration (Acosta & Carpenter, 2010). As such, sport
scholars and practitioners have grown increasingly concerned about the
underrepresentation of women in administrative decision-making roles in intercollegiate
athletics (Burton, Grappendorf, & Henderson, 2011; Cunningham, 2008; Grappendorf &
Lough, 2006; Grappendorf et aI., 2004).
Women seeking careers in management often contend with deeply entrenched
perceptions and notions about social, work, and familial roles (Gatrell & Cooper, 2007).
Studies in sport management have attributed low numbers of women in managerial
positions to male-dominated organizational structures and the gender stereotypes they
perpetuate (Bruening, Dixon, Tiell, Osbourne, Lough, & Sweeney, 2008; Burton, Barr,
Fink, & Bruening, 2009; Burton et aI., 2011; Grappendorf & Lough, 2006; Inglis,
Danylchuk, & Pastore, 2000; Moore, Parkhouse, & Konrad, 2001; Sartore &
Cunningham, 2007; Whisenant et aI., 2002). While organizational structures and
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stereotypes affect women's work experiences, perhaps the experiences of women in
intercollegiate athletic administration warrant a more holistic perspective to better explain
the underrepresentation of women in senior management positions and as Athletic
Directors. Theories on career choice and development provide helpful frameworks for
understanding how entrenched perceptions, social roles, and organizational structures
affect a woman's mobility in the workforce. One way to examine this is through the lens
of selected career development theories. Career development theories provide an
interpretive framework for understanding the career experiences of women in
intercollegiate athletics.

Women's Career Choice and Development
Initial career development theories were grounded in the psychological constructs
and social experiences of White men (Holland, 1959; Parsons, 1909; Weiss et al., 1967).
In the 1960s and 1970s, psychologists began to study the career development of women
to gain a better understanding of the intersection between career and family orientations
(Farmer, 2006). Similar to career research conducted on men, initial studies on women
focused on psychological characteristics such as personality, intellect, motivation, and
occupational "fit" (Psathas, 1968), but did not address what, how, or why social contexts
affected the career orientation of women. Furthermore, career development studies
attributed differences in occupational choices to differences in gender and the
construction of self-concept (Richardson, 1975), but did not address how or why the
differences existed.
Sociologists and social psychologists studying career development argued that
social contexts and the identities associated with such contexts are likely to significantly
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impact career decisions and trajectories (Astin, 1984; August & Quintero, 2001; Brown,
2002; Lent, Brown, & Hackett, 1994). People make sense of the world through social
contexts and identities. Therefore, social contexts and variables contributing to the
construction of personal and professional identities are important to consider when
examining the career development of individuals, especially women (Astin, 1984; Betz &
Fitzgerald, 1987; Coogan & Chen, 2007; Fagenson, 1990; Forrest & Mikolaitis, 1986).
Several researchers have argued that exploring a woman's career development and
decision making is important because those processes are much more complex than a
man's because women (Betz, 1994; Betz & Fitzgerald, 1987; Coogan & Chen, 2007;
Farmer, 1976; Forrest & Mikolaitis, 1986). Women must contend with gendered social
and work expectations (Betz & Fitzgerald). Further, traditional career theories do not
adequately address the nuanced experiences of women (Betz & Fitzgerald; Coogan &
Chen, 2007).
In recent decades, researchers have emphasized a more subjective approach to
observing career choice and development (Astin, 1984; Elder & O'Rand, 1995; Johnson
& Mortimer, 2002; Savickas, 2002, 2005). The subjective approach recognizes the

influence of individual identities (e.g., gender, race), social roles (e.g., employee, mother,
spouse), relationships (i.e., collegial, familial, peer), and organizational structures (e.g.,
opportunity for advancement, hiring practices, formal and informal networks) on career
decisions. Two career development theories - career construction theory (Savickas,
2002) and social cognitive career theory (SCCT; Lent et aI., 1994,2000) - can help us
better understand how individual, organizational, and social forces influence a career life
course. Thus, career construction theory and SCCT are useful modern career theories for
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exploring career development.

Additionally, exploring the perceived supports and

barriers to a woman's career, particularly in a male-dominated field, is useful for
examining the interconnection between individuals, social roles, relationships, and
organizational structure.

Career construction theory. Career construction theory focuses on what career
decisions people make and why people make such decisions (Savickas, 2002, 2005).
Uncovering the meaning of factors influencing career development has the potential to
reveal exactly how and why people make decisions (Savickas, 2005). In other words,
career construction theory was not designed to predict career paths, but to interpret and
understand the decisions and choices individuals make based on their perceptions of
social realities in the context of career development. Career construction theory is
comprised of three components - (a) vocational personality, (b) career adaptability, and
(c) life themes.
Vocational personality consists of the career decisions an individual makes based
on career-related abilities, needs, values, and interests (Savickas, 2005). Career
adaptability "deals with how an individual constructs a career whereas vocational
personality deals with what career they construct" (Savickas, 2005, p. 48). Adaptability
represents an individual's ability to cope with current and future developmental tasks,
career transitions, and personal traumas (Savickas, 2005). Life themes influence
individuals to make meaningful choices about work roles (Savickas, 2005). For example,
Eccles (1994) advised, "occupational choices are not made in isolation of other life
choices, such as the decision to marry and have children, and the decision to balance
one's occupational behaviors with one's other life roles ... " (p.605). Therefore,
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uncovering the meaning of factors such as work-related responsibilities, job transitions,
and personal life experiences has the potential to reveal why people make certain career
decisions (Savickas, 2005).
Career construction theory offers a framework for interpreting a person's career
life course through the integration of vocational personality, career adaptability, and life
themes. It is unclear, however, how personality, adaptability, and life themes affect an
individual's career expectations and career goals. Social Cognitive Career Theory
(SCCT; Lent et aI., 1994) attempts to explain the "dynamic processes and mechanisms
through which (a) career and academic interests develop, (b) career related choices are
forged and enacted, and (c) performance outcomes are achieved" (p. 80).

Social cognitive career theory. SCCT recognizes social realities are different for
each individual based on personal characteristics (e.g., gender), contextual factors (e.g.,
organizational structures, social relationships), and behavior (i.e., negotiation of context;
Lent et aI., 1994,2000). Personal characteristics, contextual factors, and behavior are
interconnected mechanisms contributing to a person's career decision-making process
and environment as they relate to (a) self-efficacy, (b) outcome expectations, and (c)
career goals (Lent et aI.).
Self-efficacy refers to the manner in which people assess their abilities to carry
out specific courses of action to achieve a performance level or goal (Bandura, 1986).
Self-efficacy helps people make decisions about situations in the contexts of particular
environments. Researchers also suggest that self-efficacy determines responses to
personal and professional obstacles (Bandura, 1986; Lent et aI., 1994, 2000). Outcome
expectations are personal beliefs about anticipated consequences of particular behaviors
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(Lent et aI., 1994). For example, if a person performs well on ajob task, he/she may
expect the performance to result in organizational advancement or an increase in pay. A
person who performs poorly on a task, may be less likely to attempt that task in the future
thus inhibiting opportunities for professional growth and advancement. As a result,
expectations are often predicated on assessments of self-efficacy.
Perceptions of self-efficacy and outcome expectations provide not only a bridge
for understanding past and future behavior, but also an understanding of how and why
career goals are formed. Career goals aid in the organization of behavior such as career
plans and the likelihood that desired career expectations will be achieved (Lent et aI.,
1994). For instance, a person may set a career goal of becoming an intercollegiate
Athletic Director. Therefore, the individual aligns him/herself with positions in the
Athletic Director "pipeline." The person assumes that successful task performance will
lead to advancement through the organizational hierarchy and eventually attainment of
the career goal of becoming an Athletic Director. Lent et aI., however, contended that
personal and contextual variables influence self-efficacy, outcome expectations, and
career goals.

In SCCT, personal variables include gender and gender role construction,
education, career interests and values, and socialization. Contextual variables perceived barriers and supports within a given environment (Lent et aI., 1994) - should
be considered when evaluating a career decision in a given situation. Contextual barriers
and supports - real or perceived -may include structural (e.g., opportunities for
advancement and promotion, discriminatory hiring practices, organizational policies
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inhibiting work/life balance) or social relational determinants (e.g., relationships with
supervisors, colleagues, family and friends; informal networks).

Career barriers and supports. Barriers and supports are real features of an
industry or an organizational environment, but they are also subjective perceptions
defined by an individual's lived experience (Albert & Luzzo, 1999; Astin, 1984; August
& Quintero, 2001; Kanter, 1977; Lent et aI., 1994). In other words, the mere perception

of a barrier can affect the career decision-making process (Albert & Luzzo; Lent et aI.,
1994). Career construction theory and SCCT emphasize the influence of personal and
contextual factors on behavior and individual choice as integral to understanding career
development.

Personal factors. Personal factors include a range of "intrapersonal influences on
career development" (Patton & McMahon, 2006, p. 153). Studies on personal factors in
career development emphasize gender and gender role socialization (Astin, 1984; Betz &
Fitzgerald, 1987; Eag1y, 1987; Gottfredson, 1996); personality (Betz & Fitzgerald;
Ritchie, Fassinger, Linn, Johnson, Prosser, & Robinson, 1997; Wentling, 2003; White,
1995); the acquisition and development of human capital such as education, formal
skills/abilities, and job tenure (Burke, 2007; Knoppers, 1992); and self-efficacy (Betz,
2004; Lent et aI., 1994).
Eccles (1994) posited, "Understanding women's occupational choices requires a
broad view of the options and roles available to women" (p. 605). The educational and
occupational choices made by men and women are not done in isolation (Astin, 1984;
Eccles; O'Neil & Bilimoria, 2005). Gender role socialization, cultural expectations, and
individual interests influence the decision-making process. Likewise, gender roles affect
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core personal values, long-term goals and aspirations, and an individual's self-efficacy
(Astin, 1984; Betz & Fitzgerald, 1987; Eccles, 1994; Gottfredson, 1996; Beatty, 2007).
Understanding the personality characteristics of women in executive management
positions has been widely studied (Richie et aI., 1997; Wentling, 1996,2003; White,
1995). Women in leadership positions have been described as committed, dedicated,
passionate, and self-confident. Additionally, O'Neil, Bilimoria, and Saatcioglu (2004)
identified career locus as another personality characteristic perceived to promote or
inhibit career development. Career locus is the belief that a person is responsible for
his/her own career success. Women's career loci changes over time which may explain
why, despite describing themselves as "driven" and "committed" or touting work ethic
and competence as strengths, studies of women in executive management positions
attributed success to external factors such as being in the right place at the right time
(Andrew, Coderre, & Denis, 1990; Corby & Stanworth, 2009; O'Neil & Bilimoria, 2005;
O'Neil et aI., 2004; Richie et aI., 1997).
Self-efficacy is an important factor in career development because self-efficacy
helps people make decisions about situations in the context of a particular environment
(Lent et aI., 1994; Savickas, 2002). For example, repeated, successful completion of a
task in various conditions enhances an individual's perception of ability on a given task
thus reinforcing stronger notions of self-efficacy and the likelihood a person will attempt
the task in the future (Bandura, 1986; Betz, 2004; Lent et aI.).

Contextual/actors. Contextual factors are perceived as both barriers and
supports within a given environment (Astin, 1984; Kanter, 1977; Lent et aI., 1994). Also
known as environmental factors, contextual factors are influenced by personal behavioral
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actions and consequences resulting in a "dynamic, constantly evolving person
environment interaction" (Richie et aI., 1997, p. 137). Real or perceived contextual
factors are comprised of structural and social determinants (Astin, 1984; Kanter, 1977;
Lent et aI., 1994). Structural determinants include gender role stereotyping, occupational
sex segregation, opportunities for promotion and advancement, homologous reproduction
and perceived discriminatory hiring practices, and organizational policies that inhibit
work/life balance. Social determinants include networking opportunities, mentoring and
role modeling, and work-life balance. Structural and social-relational determinants may
influence self-efficacy, outcome expectations, and career goals (Lent et aI.). Studies on
female coaches and female Athletic Directors also suggest personal and contextual
factors including social-relational and structural determinants have the potential to affect
career expectations and career goals for women in intercollegiate athletics (Grappendorf,
Pent, Burton, & Henderson, 2008; Inglis et aI., 1996, 2000; Knoppers, 1992; Sagas &
Cunningham,2004a).
As discussed, more women work in intercollegiate athletics than ever before, the
proportion of women as senior managers and executives is declining (Acosta &
Carpenter, 2010; Lapchick et aI, 2009). If more women are working in the sport industry,
why are they absent in senior levels of management? Is something happening in a
woman's career development that precludes her assent to the position of Athletic
Director? The following section explores career-related literature pertaining to women in
intercollegiate athletics.
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Careers of Women in Intercollegiate Athletics
Research on the careers of women in intercollegiate athletics has focused
primarily on three populations: (a) coaches (Inglis et aI., 1996,2000; Knoppers, 1992;
Pastore, Inglis, & Dany1chuk, 1996), (b) women who serve in the role of the senior
woman administrator (SW A) (Claussen & Lehr, 2002; Grappendorf et aI., 2008;
Hoffman, 2010, 2011; Sagas & Cunningham, 2004b; Tiell & Dixon, 2008), and (c)
female Athletic Directors (Grappendorf et aI., 2004; Grappendorf & Lough, 2006: Judd,
1995; Whisenant et aI., 2002). These studies have identified barriers to women's career
development in intercollegiate athletics including (a) gender and gender role stereotypes
(B urton et al., 2009; Burton et al., 2011; Grappendorf et al., 2004; Grappendorf et al.,
2008), (b) homologous reproduction (Aicher & Sagas, 2009; Whisenant et aI., 2002), (c)
skill development (Grappendorf et aI., 2008; Hoffman, 2010; Judd, 1995; Quarterman,
Durpree, & Willis, 2006), (d) networking and mentoring relationships (Bower, 2008,
2009; Lovett & Lowry, 1994), and (e) work-life balance and support (Bruening et aI.,
2008; Bruening & Dixon, 2007; Dixon & Bruening, 2007; Sagas & Cunningham, 2004b).
Other studies have found factors perceived to support and promote the career
development of women. Mentoring relationships (Bower, 2008, 2009) and collegial
support (Inglis et aI., 1996, 2000), industry knowledge and experience (Cunningham,
Sagas, Dixon, Kent, & Turner, 2005; Grappendorf et aI., 2004), and networking
(Greenhill, Auld, Cuskelly, & Hooper, 2009; Hums & Sutton, 1999) have been found to
contribute to women's interest and tenure in intercollegiate athletics.
While these studies shed light on women's experiences, research germane to
women in intercollegiate athletic administration has focused primarily on female Athletic
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Directors or the role of the Senior Woman Administrator (SW A). These studies reflect
the experiences and perceptions of women who have achieved an executive level position
andlor the title of SW A, yet they do little to help us understand the experiences of women
who have not attained executive positions. Furthermore, studies on female Athletic
Directors presume the position of "Athletic Director" is a career goal for women in the
intercollegiate "pipeline." A few studies (Grappendorf et aI., 2004; Sagas &
Cunningham, 2004b), however, have suggested that promotion and advancement to
executive positions in intercollegiate athletics is not a career goal for women. Yet to be
explored are the career experiences and expectations of women in the intercollegiate
athletic administration "pipeline."

Statement of the Problem
To date, few studies have examined women's work experiences in senior-level
(i.e., assistant and associate athletic director) intercollegiate athletics positions as they
pertain to career development, career expectations, and career goals. The roles of
assistant and associate athletic director have been identified as positions in the "pipeline"
to achieving the position of Athletic Director (Grappendorf et aI., 2004; Lapchick, 2010).
Given the underrepresentation of women in executive-level positions in intercollegiate
athletics and the concern that women may experience difficulty accessing such positions
(Bruening et aI., 2008; Burton et aI., 2011; Grappendorf et aI., 2004; Inglis et aI., 1996;
Moore et aI., 2001; Sagas & Cunningham, 2004b; Whisenant et aI., 2(02), there is a
growing need to understand the career experiences and expectations of women in seniorlevel management positions in intercollegiate athletics.
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Further, personal factors and contextual factors such as organizational structures
and social relationships may act as barriers or supports in the career development of
women (Lent et aI., 2000). The current study sought to identify barriers and supports
women perceive and experience in their roles as senior-level administrators in
intercollegiate athletic departments. Considering studies on women in intercollegiate
athletic administration have focused almost entirely on executive-level female Athletic
Directors, the barriers and supports identified in these studies may not be applicable to
women in senior-level administration. In other words, barriers and supports may be a
function of managerial rank (Russell, 2006).
Career theorists (Astin, 1984; Gottfredson, 1996; Lent et aI., 2000; Savickas,
2005) suggest women negotiate barriers and supports by either (a) compromising career
aspirations and goals or (b) developing coping efficacy. Few studies on women in
intercollegiate athletics have attempted to collect information on how and why women
negotiate barriers and supports. Moreover, little research exists on how negotiating
barriers influences career expectations and goals of women in intercollegiate athletics.

Purposes of the Study
The literature on women working in intercollegiate athletics has looked at women
as coaches, senior woman administrators, and Athletic Directors. There is a gap in the
literature when it comes to the experiences of women as they move through the pipeline
of senior-level administration. Therefore, the purposes of this study were to
(a) explore the career experiences and expectations of women in senior-level
intercollegiate athletic administration
(b) identify perceived career barriers and supports
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(c) gain a better understanding of how the negotiation of barriers and supports
influences career development, expectations, and goals.

Research Questions
An overarching research question was developed to guide this study: What are the
career experiences of women in senior-level management positions in NCAA Division I
intercollegiate athletics? Additional research questions guiding this study will address:
I) What factors do participants perceive as supports to their career development?

2) What factors do participants perceive as barriers to their career development?
3) How do participants negotiate supports and barriers?
4) In what ways did participants' perceptions of barriers and supports influence
career outcome expectations?
5) In what ways did participants' perceptions of barriers and supports influence
career goals?
6) What coping strategies do participants employ to reconcile potential differences
between career aspirations and career realities?

Study Significance
This study was significant for a number of reasons. First, studies conducted on
women in intercollegiate athletics have focused on female Athletic Directors, the role of
the SW A, or female head coaches or assistant coaches. Very little, if any, research has
been conducted on the experiences of women as assistant and associate athletic directors.
Therefore, this study extends the literature on careers in intercollegiate athletics to
women who occupy the "pipeline." That is, women in senior-level positions including
assistant and associate athletic directors.
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Second, much of the literature on women in intercollegiate athletics has focused
on women who have "made it to the top" (Grappendorf et aI., 2008; Grappendorf &
Lough, 2006; Whisenant et aI., 2002). The findings of these studies and the advice
forwarded by current female Athletic Directors implicitly assume women want to attain
executive levels of management. Women in these studies identified barriers they
encountered and somehow overcame to achieve the position of Athletic Director. What
is less clear is how the women employed coping mechanisms to negotiate barriers and
supports. Moreover, what these studies fail to consider is that barriers and supports may
be a function of managerial rank (Russell, 2006). The present study explores barriers,
supports, and the role of negotiation strategies and coping mechanisms in the pursuit of
career goals for women in senior-level administration.
Third, U.S. Department of Labor (2009) statistics indicate the number of women
entering the workforce will only continue to increase. Studies on college sport
(Lapchick, 2010) and women in intercollegiate athletics (Acosta & Carpenter, 2010) also
suggest the number of women seeking positions in college athletic departments will rise.
The findings from this study can help sport management academics and practitioners
prepare women entering intercollegiate athletics for issues they might face in their
careers, as well as how to adjust to issues while keeping professional expectations and
goals in mind. Similarly, an understanding of potential barriers and supports may help
women who have already established careers in intercollegiate athletics make more
proactive career-related decisions.
Fourth, the insights gleaned from this study may be used to provide
recommendations - to academic programs and industry leadership - for the recruitment,

17

retention, and advancement of women in intercollegiate athletics. Finally, this study
contributes to the larger body of literature on women's career development by
contributing insight into women's experiences in an often-overlooked male-dominated
industry - the sport industry.

Delimitations
This study has the following delimitations:
1. Only female assistant and associate athletic directors in NCAA Division I
intercollegiate athletics are included in the population
2. The women interviewed for this study must currently hold the title of assistant
or associate athletic director at an NCAA Division I member institution.
Participants for the study were selected using criterion sampling.
3. This study will only address women's career experiences up to the final date
of data collection, February 2012.

Limitations
This study has the following limitations:
1. The study is limited to women employed as senior-level administrators in
intercollegiate athletics at NCAA institutions in Kentucky, Indiana, and Ohio,
and who are members of National Association of Collegiate Women Athletic
Administrators (NACW AA).
2. I, the researcher, was employed as an assistant athletic director before
engaging in this research project. Thus, my previous experience could affect
the objectivity of the findings.
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3. Given the qualitative nature of this study, results are not generalizable to
female assistant and associate athletic directors not included in this study.

Definition of Terms
Barriers: "negative contextual influences, with the understanding that contextual barriers
are often functionally related to, yet conceptually distinct from, detrimental person
factors" (Lent et aI., 2000, p. 39).

Career: "A subjective construction that imposes personal meaning on past memories,
present experiences, and future aspirations by weaving them into a life theme that
patterns the individual's work life" (Savickas, 2005, p. 43).

Career development: "lifelong psychological and behavioral processes as well as
contextual influences shaping one's career over the life span" (Niles & Harris-Bowlsbey,
2002, p. 7)

Career goals: "organize and guide behavior to increase the likelihood that desired
outcomes will be obtained" (Lent et aI., 1994)

Executive -level administrators: position title of Athletic Director (Lapchick, 2010).
Outcome expectations: personal beliefs about "imagined consequences of performing
particular behaviors" (Lent et aI., 1994, p. 83)

Professional staff administrators: position titles include "academic advisor/counselor,
compliance officer, life skills coordinator, sports information director and assistant
directors, strength coaches, and managers for business, equipment,
fundraiserldevelopment, facilities, promotions/marketing, and tickets" (Lapchick, 2010,
p.96)
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Self-efficacy: "a dynamic set of self-beliefs that are specific to a particular performance
domain and that interact complexly with other person, behavior, and contextual factors"
(Lent et aI., 1994, p. 83)

Senior-level administrators: position titles of assistant and associate athletic director,
which are perceived as the pipeline to Athletic Director position (Grappendorf et aI.,
2004; Lapchick, 2010)

Senior Woman Administrator (SWA): "the highest ranking female involved with the
institutions intercollegiate athletics program" (NCAA, 2006, p. 20).

Supports: contextual variables that "can facilitate the formation and pursuit of
individual's career choices" (Lent et aI., 2000, p. 42)
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CHAPTER II
LITERA TURE REVIEW

To date, few studies have examined women's experiences in senior-level (i.e.,
assistant and associate athletic director) intercollegiate athletics positions as they pertain
to career development, career expectations, and career goals. The roles of assistant and
associate athletic director have been identified as positions in the "pipeline" to an
executive position as an Athletic Director (Grappendorf et ai., 2004; Lapchick, 2010).
Given the underrepresentation of women in executive-level positions in intercollegiate
athletics and the concern that women may experience difficulty accessing such positions
(Bruening et ai., 2008; Burton et ai., 2011; Grappendorf et ai., 2004; Inglis et ai., 1996;
Moore et ai., 2001; Sagas & Cunningham, 2004; Whisenant et ai., 2002), there is a
growing need to understand the career experiences and expectations of women in seniorlevel management positions in intercollegiate athletics. Such an understanding may
provide insight into how and why career experiences in intercollegiate athletics influence
decisions to pursue the position of Athletic Director. Therefore, the purpose of this study
is to explore the career experiences of female assistant and associate athletic directors in
intercollegiate athletics.
This literature review is divided into three sections. The first section explores the
history of women in the United States workforce. Section two discusses theories of
career choice, career development, and opportunity structures that have been identified as
barriers or supports to a woman's career development. Section three provides an
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overview of the literature on women's careers in intercollegiate athletics. A brief
summary concludes the review.
Women in the Workforce
Before the 20th century, data on women's participation in the United States
workforce was limited (Anderson, 1992). Men were the primary focus of labor statistics
from the time Congress mandated census taking in 1789 (Anderson). Following the Civil
War, the government requested changes to the census. The newly requested data would
provide more in-depth occupational statistics to account for the changes in the workforce
brought on by the Industrial Revolution and capitalism (Anderson). Thus, the Census of
1870 reported nearly 44% of people were employed in "gainful and reputable
occupations" (Anderson, p. 22), a statistic that discounted the contributions of 56% of the
workforce population. However, the superintendent conducting the census, Francis
Walker, also reported 91 % of men ages 16 to 59 were employed as were 64% of men
over 60 years of age (Anderson). Unemployed men were either students, disabled,
criminals, retired, or "of advanced age" (Anderson, p. 22)
Participation of women in the workforce in 1870 was markedly different - only
14.8% of women were gainfully employed (Kleinberg, 1999). Women who were not
employed (approximately 9.1 million) in reputable professions were assumed to be
students or remained "to be accounted for" (Anderson,1992). Of the 9.1 million women
"to be accounted for" Walker estimated 7.6 million of those women were
"housekeepers." Housekeeping was considered a domestic responsibility rather than
gainful employment because "it produced no wage or product" (Anderson, p. 23).
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Ultimately, Walker estimated only 150,000 women in the United States were gainfully
employed and running a household (Anderson).
Results of the 1870 census produced concern among women. In preparation for
the census of 1880, the Association for the Advancement of Women (AA W) introduced a
bill to Congress requesting a more accurate and representative enumeration of women in
the workforce. Additionally, the bill requested (a) the recording of wages for men and
women, (b) accounting for men and women in disreputable occupations, (c) more
accurate social statistics, and (d) a more equitable ratio of women as census collectors
(Eastman & Woolcott, 1878). Despite the requests of the AAW, the role of housekeeper,
or "housewife," would not be considered gainful employment (Anderson, 1992).
Moreover, the 1.5 million gainfully employed and running a household were negatively
perceived by much of society because wives and mothers were "out of place" in the
workforce (Anderson, 1992). Labeling working women as "deviant" and prescribing
social roles helped establish men as the "dominant sex in the workplace, both in numbers
and positions of authority" (Powell & Graves, 2003, p. 14).
The census of 1890, however, told a different story. The number of gainfully
employed women who also had responsibilities at home had increased from 150,000 in
1870 to nearly one million in 1890 (or 10% of U.S. women) (Anderson, 1992). In
addition to domestic roles, women worked in factories, in schools as teachers, held
clerical or secretarial positions, or served as bookkeepers or telephone operators (Betz &
Fitzgerald, 1987; Kleinberg, 1999). According to Kleinberg (1999), "employers
preferred women workers for repetitive service positions, believing them to be more
polite to customers, easier to control than young men, and cheaper to employ" (p. 112).
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Women could also be found, in very limited numbers, in professions such as chemistry,
law, architecture, and business (Catalyst, 2011 a).
The rapid increase of women's participation in the workforce may have some
connection to women's access to education (Powell & Graves, 2003). Many state
governments legislated mandatory primary school attendance for boys and girls up to the
age of 14 (Kleinberg, 1999). While men far outnumbered women in higher education, a
few women were attending colleges and universities in the early 1800s. For example, in
1840 Catherine Brewer became the first woman to earn a bachelor's degree (Catalyst,
2011a). By 1890,350 of the 582 colleges and universities in the United States admitted
women (Kleinberg, 1999). Women often majored in education, social work,
librarianship, or allied medical fields such as nursing (Kleinberg). However, women
interested in pursuing male-dominated careers such as medicine and law experienced
discrimination and harassment. Despite these setbacks, the first medical degree conferred
to a woman was Elizabeth Blackwell in 1849 (Catalyst, 2011a).
By the early 1900s, 19% of women (compared to 80% of men) were participating
in or seeking jobs in the workforce (Lee & Mather, 2008). Such participation rates would
remain relatively stable for the next 40 years despite important political and social events
(Powell & Graves, 2003). The onset of World War I (WWI, 1914-1918) resulted in the
creation of new jobs for women. Women could be found making uniforms and
armaments, driving streetcars, and performing more skilled work in offices (Kleinberg,
1999) and received wages comparable to men (Powell & Graves, 2003). When men
returned home from war, however, women were effectively forced to return to domestic
responsibilities (Betz & Fitzgerald, 1987).
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In 1920, Congress passed the Nineteenth Amendment to the U.S. Constitution
giving women the right to vote. Despite newly acquired freedoms and legal rights, the
opportunity to vote had little to no effect on women's participation in the workforce; the
percentage of working women remained a low 21 % (Powell & Graves, 2003). Following
the enfranchisement of women, National Women's Party (NWP) leader and suffragist
Alice Paul penned the Equal Rights Amendment (ERA). Proposed as an amendment to
the U.S. Constitution, the ERA effectively stated that all people, regardless of sex, should
have equal rights in the United States (Alice Paul Institute, 2011). Despite being bf0ught
before Congress every year beginning in 1923, the ERA was not passed until 1972. To
date, only 35 states have ratified the ERA - 3 states short of the requirement to amend the
U.S. Constitution.
The great stock market crash of 1929 and the impending Great Depression
resulted in an unemployment rate of 25% (Powell & Graves, 2003). Not only did these
events affect women's participation in the workforce, the consequences of the economic
crisis "contributed to an identity crisis for unemployed men" (Powell & Graves, p. 15).
Unemployed men could no longer provide for their families and many felt as though they
lost their authoritative status (Powell & Graves). Working women, particularly wives,
were resented because they were perceived to be taking away job opportunities from men
(Powell & Graves).
The bombing of Pearl Harbor in 1941 was the catalyst to the United States heavy
involvement in World War II (WWII). Similar to WWI, women entered the workforce in
large numbers to fill jobs vacated by men. Women worked in physically demanding jobs
such as construction and manufacturing (Betz & Fitzgerald, 1987) and "had more access
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to more skilled and higher paying jobs usually held by men" (Power & G.raves, 2003, p.
15). Following the conclusion ofWWII in 1945, women remained in the workforce; they
did not return to domestic responsibilities as they had after WWI (Betz & Fitzgerald,
1987). As the roles of women outside the home increased, family sizes shrank and more
emphasis was placed on education and work (Kleinberg, 1999). In short, women had
begun to establish their place in the U.S. workforce.
The second half of the 20th century saw the roles of women in the workforce and
at home change dramatically. Farmer (2006) suggested that several events in U.S. history
served as catalysts to women's participation in the workforce including (a) the
simplification of homemaking chores through technological advances, (b) contraceptive
technology, (c) the civil rights movement and equal rights legislation, and (d) the
women's rights movement.
By the early 1950s, women on average married at the age of 20 - the youngest
age of any generation since the turn of the century (Davis, 1999). One million more
children were being born each year than during the 1930s (Rosenberg, 1992). Two of
every three women who entered college dropped out (Rosenberg), yet women still earned
24% and 29% of bachelor's and master's degrees, respectively (Powell & Graves, 2003).
Despite domestic responsibilities, 31 % of women worked outside the home (Powell &
Graves) and comprised over one-third of the labor force (Toossi, 2002). New
technologies such as the dishwasher, laundry machines, microwaves, and frozen food
reduced time spent on household chores (Farmer, 2006). Thus, more women had time for
at least part-time employment (Farmer). Concern still loomed, however, that "higher
education and careers ... would lead to the masculinization of women with enormously
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dangerous consequences to the home, the children, and the family" (Lundberg &
Farnham, as cited in Rosenberg, 1992, p. 154).
In the early 1960s, women experienced immense social pressure to marry early
and bear children shortly after marriage (Davis, 1999). The use of contraception was
controversial and illegal in some states (Farmer, 2006). Women who wished to have a
career outside of the home did not have access to birth control, which precluded many
women from working (Farmer). The legalization of the birth control pill in 1961 offered
women more freedom to plan the timing of conception as well as the number of children
in the family (Farmer). By 1963, more than two million women were on "the pill" (PBS,
2002).
Increases in the number of women attending college and entering the workforce in
the u.S. and around the globe have been attributed to technological advances in
contraception (Farmer, 2006; Powell & Graves, 2003). At the end of the decade, women
earned 43% of bachelor's degrees and 40% of master's degrees (Powell & Graves).
Additionally, 43% of women worked full-time, including 42% in white-collar jobs (i.e.,
jobs that do not require manual labor) and 16% in managerial jobs (Powell & Graves).
Discrimination against women in the workforce, however, was rampant (Farmer, 2006).

It perpetuated antiquated gender roles and resulted in the segregation of occupations
(Powell & Graves, 2003). For example, newspapers ran classified ads for "women's
jobs" and "men's jobs" (Powell & Graves).
The National Organization for Women (NOW) - founded in 1966 to promote
women's equality - pressured the federal government to investigate claims of sex
discrimination in federally funded programs (Powell & Graves, 2003). In wake of their
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findings, the federal government passed equal employment opportunity (EEO) legislation
including the Equal Pay Act of 1963, which "made it illegal to pay member of one sex
less than the other if they are in equivalent jobs" (Powell & Graves, p. 21). Title VII of
the Civil Rights Act of 1964, an EEO law, followed the Equal Pay Act. Title VII
prohibited discrimination in the workplace on the basis of sex, race, color, religion, or
national origin, but did not apply to educational institutions (Powell & Graves). Title IX
of the Education Amendments of 1972 banned sex discrimination in educational
institutions receiving federal funding (Davis, 1999). By 1980,50% of bachelor's and
master's degrees conferred were to women (Powell & Graves, 2003). Further, 56% of
women in the labor force had children under the age of 18 (U.S. Department of Labor,
2010).
In the late 20th century, the role of women in U.S. society had changed. No
longer were women expected to stay home with the children. Instead, women
contributed economically to the household while also attending to domestic
responsibilities (e.g., chores, child-rearing; Davis, 1999). In fact, "in 2008, working
wives contributed 36 percent of their families' incomes, up by 9 percentage points from
1970, when wives' earnings accounted for 27 percent of their families' total income"
(U.S. Bureau of Labor Statistics, 2010, p. 2).
Today, women earn 57% of the bachelor's degrees (National Center for Education
Statistics, 2010) and female Ph.D.s outnumbered men earning Ph.D.s for the first time in
U.S. history (Pellegrino, D' Amato, & Weisberg, 2011). Seventy-two million women
(59.2%) are employed and account for 46.8% of the U.S. labor force (U.S. Bureau of
Labor Statistics, 2009). Nearly 61 % of women with children under age three work
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(Catalyst, 2011 g). Women also comprise 51.4% of managerial and professional staff
(U.S. Bureau of Labor Statistics, 2009).
The statistic that women hold the majority (51.4%) of managerial positions in the
United States is somewhat misleading. The U.S. Bureau of Labor Statistics began
counting women involved in all levels of management in the late 1950s (Catalyst,
2011b). In the 1960s, women held 15.6% of all "managers and administrators, except
farm." In 1980, the definition changed to "managerial and professional specialty
occupations." By 2003, occupations were recategorized as "management, professional,
and related" (Catalyst). With each new definition, the number of women in
"management" positions increased. The redefinition of management "created a complete
break in the comparability of datasets" (U.S. Bureau of Labor, 2009) before 2002.
Therefore, it is difficult to determine if 51.4% is an accurate representation of women in
managerial positions as the definition appears to inflate the perception of leadership roles
women have in the workforce.
Women in Management Positions

Research on women in executive leadership positions (Kurnra & Vinnicombe,
2010; Richie et aI., 1997; Schein, 2001, 2007; Whitmarsh, Brown, Cooper, HawkinsRogers, & Wentworth, 2007) suggests that women experience fewer opportunities for
promotion, receive less compensation than their male counterparts, and may encounter
organizational barriers impeding advancement. As such, women have encountered
difficulty achieving top levels of management (Dunn-Jensen & Stroh, 2007).
Women's representation in management positions differs by industry. However,
statistics show women are underrepresented in management positions in the medical field
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(Catalyst, 201 Ie), law (Catalyst, 20llb), academia (Catalyst, 20lld), science and
technology (Catalyst, 201 It), and in corporate business structures (Catalyst, 20llc). Of
interest in this study is another traditionally male dominated arena - the sport industry.
Studies have shown that the gender diversity of sport organizations are lagging
behind (Acosta & Carpenter, 2010; Lapchick, 2010). For example, the most recent
Racial and Gender Report Card (RGRC; Lapchick, 2010) reported that in the last decade
(2001-2010), the representation of women in executive management positions declined in
five of the six North American professional sport organizations (i.e., NFL, MLB, NHL,
NBA, MLS). The WNBA was the only exception reporting an increase of 21 % of
women in senior and executive administration. Although the sport industry includes
numerous segments such as professional sport, health and fitness, facility management,
and event management, which tend to be male dominated, this study focuses on
intercollegiate athletics.

Women in Management of College Athletics
The passage of Title IX in 1972 resulted in the exponential growth of women's
participation in interscholastic and intercollegiate athletics. An unintended consequence
of Title IX has been the precipitous decline of female coaches and female athletic
administrators. In 1972, the percentage of female head coaches of women's teams was
nearly 90% (Acosta & Carpenter, 2010). Women also served as Athletic Directors for
90% of women's intercollegiate athletic programs (Acosta & Carpenter, 2010). Today,
women represent only 42.6% of head coaches for women's teams, while the percentage
of female Athletic Directors has fallen to 19.1 % -- a decline of 2.2 % since 2008 (Acosta
& Carpenter, 2010).
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Because of this decline, the careers of women in intercollegiate coaching and
athletic administration have received attention from sport management scholars.
Cunningham (2008) argued women in various sport settings, including intercollegiate
athletics, often face hostile, antagonistic, and discriminatory work environments in sport
organizations. Women are more likely to be in professional staff or lower managerial
positions (Burton et aI., 2009; Burton et aI., 2011; Whisenant et aI., 2002) and may
encounter personal and professional barriers to career progression (Claussen & Lehr,
2002; Grappendorf & Lough, 2006; Grappendorf et aI., 2004; Hoffman, 2010; Inglis et
aI., 1996, 2000; Knoppers et aI., 1991; Knoppers, 1992) because sport organizations are
environments where men and men's activities are valued and rewarded (Cunningham,
2008; Knoppers, 1992; Knoppers et aI., 1991).
Research on women in intercollegiate athletics has focused primarily on three
populations: (a) coaches (Inglis et aI., 1996, 2000; Knoppers, 1992; Pastore et aI., 1996;
Sagas & Ashley, 2001; Walker & Bopp, 2011), (b) women who serve in the role of the
senior woman administrator (SW A) (Claussen & Lehr, 2002; Grappendorf et aI., 2008;
Hoffman, 2010; Sagas & Cunningham, 2004b; Tiell & Dixon, 2008), and (c) female
Athletic Directors (Grappendorf et aI., 2004; Grappendorf & Lough, 2006: Judd, 1995;
Whisenant et aI., 2002). These studies have identified barriers and supports to women's
career development in intercollegiate athletics including (a) gender and gender role
stereotypes (Burton et aI., 2009; Burton et aI., 2011; Grappendorf et aI., 2004;
Grappendorf et aI., 2008); (b) homologous reproduction (Aicher & Sagas, 2009;
Whisenant et aI., 2002), (c) limited skill development (Grappendorf et aI., 2008;
Hoffman, 2010; Judd, 1995; Quarterman et aI., 2006), (d) networking and mentoring
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relationships (Bower, 2008, 2009; Lovett & Lowry, 1994), and (e) work-life balance and
support (Bruening et aI., 2008; Bruening & Dixon, 2007; Dixon & Bruening, 2007; Sagas
& Cunningham, 2004a). The following section will discuss what is known about the

career experiences of women in intercollegiate athletics.

Career patterns and profiles. Previous research in the career patterns and
profiles of female athletic administrators has been sparse. Fitzgerald, Sagaria, and
Nelson (1994) (1994) attempted to find a normative career trajectory of male (n= 143)
and female (n=57) Athletic Directors in NCAA divisions I, II, and III. The most
common, or normative, career path began in varsity athletic participation in college,
followed by intercollegiate coaching, and culminated in direct advancement from
coaching to the position of Athletic Director (Fitzgerald et aI., 1994). Considering,
however, the number of women in coaching has declined substantially in the last 40 years
(Acosta & Carpenter, 2010), the proportion of women able to follow such a career path is
further reduced. In other words, based on the normative path identified by Fitzgerald et
aI., women lacking access to head coaching opportunities may also have less opportunity
to become senior- and executive- level athletic administrators. Furthermore, Fitzgerald et
aI. only differentiated between the career paths of male and female Athletic Directors at
divisional levels, not by gender.
Today, however, intercollegiate athletic departments embrace a business model,
which suggests the path from coach to Athletic Director is most likely different now from
when Fitzgerald et aI. did their work in 1994. Now a business background is more valued
than coaching, particularly in Division I. Grappendorf et aI. (2004) applied the
"normative" career theory to the career patterns of female NCAA Division I Athletic
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Directors. For women in this study, becoming an assistant or associate athletic director
was a prerequisite for achieving the position of Athletic Director (Grappendorf et aI.) as
opposed to coaching (Fitzgerald et aI., 1994). Serving athletic departments in senior
managerial positions allowed for the acquisition of a skill set (e.g., fundraising and
development, budgeting, negotiating contracts) critical for success in a more executive
position (Grappendorf et aI., 2004).
Gaining relevant, practical experience and education to obtain a skill set necessary
for advancement is a common theme in literature pertaining to the careers of women in
sport organizations (Bower, 2008; Claussen & Lehr, 2002; Hums & Sutton, 1999;
Grappendorf et aI., 2004; Hoffman, 2010; Greenhill et aI., 2009). In a study on career
paths and advice for women in the health and fitness industry, Bower (2008) discovered
that building human capital - continuing education and gaining experience - were
important "first steps" in pursuing an upper-level management position. Smith (2005)
and Grappendorf et al. (2004) had similar findings in which female intercollegiate
Athletic Directors suggested appropriate academic credentials were critical for obtaining
a job in college athletics. Sagas and Cunningham (2004a) found that intercollegiate
administrators with extensive educational histories and practical experience had longer
occupational tenure than those who did not. Advanced educational degrees were also
perceived as a means to job security, particularly in a university environment (Inglis et
aI.,2000).
In a study of NCAA Division I female Athletic Directors, Grappendorf and Lough
(2006) advocated the importance of education, but their findings suggested "an advanced
degree or more education is flot (emphasis added) an effective tool for women wishing to
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advance in the intercollegiate administration ranks" (p. 13). Instead, female Athletic
Directors recommended gaining experience relevant to ascending the ladder to executive
positions in intercollegiate athletics (Grappendorf & Lough, 2006). Relevant experience
may include strategic planning, personnel and human resource management, networking
(formally and informally), budgeting, and leadership skills (Grappendorf et aI., 2004;
Knoppers & Anthonissen, 2007).
In a study of senior woman administrators (SW A), Grappendorf et aI. (2008)
found SW As felt excluded from the financial decision making process (Grappendorf et
aI., 2008). When women are not provided the opportunity to manage finances or be
involved in financial decisions, they are limited in their ability to acquire skills necessary
for executive levels of management (Grappendorf et aI., 2004; Grappendorf et aI., 2008;
Grappendorf & Lough, 2006). Moreover, Claussen and Lehr (2002) suggested that "male
athletics directors may be operating under the assumptions that women's sports should be
the primary concern of SWAs" (p. 225). Placing SW As on a "women's track" limits
their opportunities to work with men's sport and, often, marketing and promotion
opportunities associated with men's sport. This also limits the SWAs ability to acquire
skills necessary for advancement in the field of intercollegiate athletics (Claussen &
Lehr, 2002).
Gender roles and gender stereotyping. Similar to the literature reviewed on
opportunity structures in the previous section, gender is also considered a major barrier to
the advancement of women in intercollegiate athletics administration (Burton et aI., 2009;
Burton et aI., 2011; Grappendorf et aI., 2004; Whisenant et aI., 2002). Burton et aI.
(2011) used role congruity theory to examine how perceptions of gender relate to
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prejudice against women in intercollegiate athletic administration. A survey was
conducted of male and female athletic administrators working as Athletic Directors,
senior women administrators, compliance directors, marketing directors, and directors of
academic support services at the NCAA Division I level. The survey consisted of six
scenarios in which a male or female candidate applied to a position (i.e., Athletic
Director, compliance officer, life skills coordinator) within a large FBS college athletic
department. Participants evaluated each candidate on a variety of issues related to the
administration of intercollegiate athletics. In addition, participants completed a short
version of the Bern Sex Role Inventory for each candidate based on information supplied
in the scenario.
Results of the study indicated that participants perceived no difference in the
potential for success as an Athletic Director, regardless of sex. Women vying for the
position of Athletic Director had similar characteristics to male candidates; however,
participants were more likely to select a man for the Athletic Director position. Burton et
al. (2011) suggested that this finding underscored assumptions about gender-related
attributes required for athletic administration positions.

In a similar study, Burton et al. (2009) examined the gender typing of managerial
(i.e., Athletic Director, life skills coordinator, compliance director) subroles within
intercollegiate athletics. Findings suggested that masculine subroles (i.e., allocating
resources, delegating, managing conflict, strategic decision making, and motivating and
inspiring, punishing, disciplining, evaluating employees) were considered significantly
more important for an Athletic Director than for a compliance coordinator or life skills
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coordinator. Whisenant et aI. (2002) also found that women were more likely to hold
positions in compliance and life skills than men.
When gender roles are applied to men and women, work environments and
positions within an organization can become sex-segregated as evidenced in a study by
the NCAA (2010). At the Division I level, men held nearly 92% of Athletic Director
positions (NCAA, 2010), while women accounted for the majority of professional
administrators in academic advising (61.6%), life skills programs (74.1 %), and
coordinators (53.2%) (Lapchick, 2010). If masculine characteristics are most important
for Athletic Directors, women may be at an immediate disadvantage when vying for an
Athletic Director position (Grappendorf et aI., 2004).
Based on the findings in each of these studies, it may be possible to conclude the
application of gender to managerial subroles has resulted in the perception that positions
within intercollegiate athletics are gendered. In short, masculine characteristics are
perceived to be of importance for the highest level of management in a sport organization
(Burton et aI., 2009), while feminine characteristics are more strongly associated with life
skills and compliance (Whisenant et aI., 2002).
Researchers suggested that power is gendered and often favors men in sport
organizations (Knoppers & Anthonissen, 2007; Sartore & Cunningham, 2006). Status
and power are influenced by the behaviors and attitudes of members of a group or society
when organized around a dominant social theme (Sartore & Cunningham). Shared
attitudes and behaviors "led to the development of stereotypes, which often perpetuate
traditional social arrangements and structures" (p. 247). Sport has played a key role in
developing and perpetuating gender stereotypes.
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For example, Grappendorf et al. (2004) found that female Athletic Directors felt
they had to contend with the notion that women are not capable of leadership in a
traditionally male-dominated domain. Women may be perceived as less competent for
high-level administrative positions because of their perceived feminine subroles
including planning and organizing, consulting others, recognizing and rewarding,
communicating and informing, and offering support (Burton et aI., 2009). Conversely,
women may not perceive themselves as professionally qualified for high-level
management because they do not possess the masculine characteristics perceived as
necessary to lead an organization.
The findings by Burton et al. (2009), Burton et aI. (2011), Grappendorf et aI.
(2004), Walker and Bopp (2011), and Whisenant (2002) substantiate Schein's (2001)
argument that "if the position is viewed as a 'masculine' one, then, all else being equal, a
male candidate appears more qualified by virtue of sex-typing of the position" (p. 676).
Therefore, gender stereotyping (or sex -typing) of individuals and/or administrative
positions may limit work roles and positions to which women aspire in intercollegiate
athletics. These findings are somewhat in juxtaposition to Kanter's (1977) notion that
gender differences in an organization are due to organizational structure, not individual
characteristics of men and women. Instead, it would appear that gender role socialization
influences perceptions of appropriate administrative roles for men and women in
intercollegiate athletics. The proportion of men and women in those positions then
reinforces those roles.
Gender role stereotypes are related to numerous other career obstacles with which
women contend. Gender roles segregate men and women into professional roles - men
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as senior and executive management, women as support or administrative staff (Burton et
aI., 2009; Whisenant et aI., 2002). In support staff roles, women cannot gain the
necessary skills such as budgeting and finance, personnel decisions, and strategic
planning to advance (Burton et aI., 2011; Grappendorf & Lough, 2006). When women
are not present in executive roles, women in lower positions of management lack access
to networks and female role models and mentors (Bower, 2009; Inglis et aI., 2000).
Finally, the lack of female representation in executive levels of management perpetuates
the stereotype that women are not capable of or qualified for substantive leadership roles
(Burton et aI., 2011; Grappendorf et aI., 2004). The stereotype that women lack
leadership qualifications may also limit their opportunities to advance thus reaffirming
intercollegiate athletics as a male-dominated arena.
Hegemonic masculinity and homologous reproduction. Whisenant et aI.
(2002) used concepts of hegemonic masculinity, success, and gender to explore their
relation to the rate of advancement for intercollegiate Athletic Directors. Hegemonic
masculinity is the "acceptance of masculinity as the defining characteristic of Western
society that places women in lower social positions" (Whisenant et aI., 2002). It also aids
in homologous reproduction in an organization (Whisenant et aI., 2002). Whisenant et aI.
found that hegemonic masculinity exists in the ranks of intercollegiate athletics. In short,
men hold more positions and at higher levels, thus they have more control and power
over athletic departments. Such domination results in continued sex segregation in highlevel management positions in intercollegiate athletics (Whisenant et aI.). Furthermore,
the authors suggested that women who do gain access to Athletic Director positions often
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do so in "lower, less-esteemed, and less powerful positions at Division II and Division III
institutions" (p. 489).
In order to break the cycle of hegemonic masculinity in college athletic
departments, Whisenant et al. (2002) suggested that women should be recruited to fill
internship, first-line, and senior management positions (e.g., assistant and/or associate
Athletic Directors), which may "enable female administrators to fill the pipeline of
qualified candidates" (p. 489) for consideration at Division I organizations. Accordingly,
women will have the opportunity to build networks with other females in similar
positions (Aicher & Sagas, 2009; Stangl & Kane, 1991; Whisenant et aI., 2002).
While the suggestions by Whisenant et al. (2002) to combat hegemonic
masculinity and male-dominated homologous reproduction are noteworthy, they are
heavily laden with assumptions. First, Whisenant et ai. assumed that the higher
proportion of women in Athletic Director positions in Division II (D-II) and Division III
(D-III) was a result of occupational segregation rather than personal choice. Perhaps the
greater presence of women at D-II and D-III levels has more to do with the fact that
women perceived administration at these levels to be a better professional fit.
Furthermore, increasing the proportion of women in lower management positions to
create a "pipeline of qualified candidates" also assumes that women enter the sport
management profession to achieve a senior management position such as Athletic
Director or SW A. Finally, while hiring more women to high-level management positions
demonstrates equity, it does not necessarily translate into equality (Stangl & Kane, 1991).
Other studies have also identified homologous reproduction as a barrier to
women's career development and progression within the sport industry (Aicher & Sagas,
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2009; Fitzgerald et aI., 1994; Stangl & Kane, 1991; Whisenant, 2008; Whisenant et aI.,
2002). Previous sport management literature suggests that opportunity structures within
sport organizations limit women's career development and growth (Grappendorf &
Lough, 2006; Grappendorf et aI., 2004; Inglis et aI., 2000; Knoppers et aI., 1991;
Knoppers, 1992). However, as more women enter the field of sport management, they
have the potential to alter attitudes and opportunity structures within sport organizations.
As such, hiring managers may be more likely to support the hiring and advancement of
women (McCammon, Campbell, Granberg, & Mowery, 2001).

Advancement and promotion. Though scholars suggest hiring more women to
fill the "pipeline" to executive positions, few if any of these studies have considered what
opportunity to achieve executive positions actually exists. Vertical mobility in the
administration of intercollegiate and professional sport organizations is limited (Acosta &
Carpenter, 2010; Lapchick, 2009; Sagas & Ashley, 2001). For example, only 19.3% of
NCAA (D I, II, III) Athletic Directors are female (Acosta & Carpenter, 2010), which may
imply that executive level positions are limited for women or accessible only to men.
The most common organizational structure of an intercollegiate athletic
department is composed of one male Athletic Director, one male assistant or associate
athletic director, and one female assistant or associate athletic director (Acosta &
Carpenter,201O). Moreover, female administrators are completely absent in 13.2% of
intercollegiate athletic administrative structures (Acosta & Carpenter, 2010). In other
words, the lower the proportion of women, the more likely it is women may perceive
opportunity for promotion and advancement to be limited (Knoppers et aI., 1991).
Therefore, women interested in pursuing the highest level of intercollegiate
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administration may re-evaluate their career goals and expectations (Astin, 1984; Lent et
aI, 1994, 2000; Savickas, 20(5) because they perceive limited leadership opportunities.
Clopton and Sagas (2009) explored the perceptions of gender discrimination on
the promotional opportunities of male and female coaches in women's athletics. Clopton
and Sagas explored the "glass ceiling" phenomena for which a "person's expectancies
may actuate the extent to which he or she perceive participating in the coaching field" (p.
4). In other words, the mere perception of career and promotional limitations may be a
predictor for attrition from the profession. Furthermore, career development theories
have suggested that glass-ceiling perceptions may also negatively affect a person's
decision to pursue a particular field (Betz, 2006; Betz & Fitzgerald, 1987; Gottfredson,
1996).
Cunningham and Sagas (2003) explored discrimination as it manifests in the work
experiences and outcomes of assistant coaches of women's intercollegiate teams. Results
indicated that there were no significant differences between the work experiences or
turnover intentions of men and women. Cunningham and Sagas suggested two opposing
frameworks might explain these findings. First, it is possible that collegiate athletic
departments are, in fact, becoming more inclusive to women and people of different races
(Cunningham & Sagas). On the other hand, the "paradox of the contented woman" (i.e.,
positive work attitudes despite lower salaries, opportunities for advancement, etc.), may
explain these findings. The paradox of the contented woman is especially prevalent in
male-dominated professions such as university faculty and intercollegiate athletics
(Cunningham & Sagas).
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Studies by Knoppers et aI. (1991) and Knoppers and Anthonissen (2007) also
found that male coaches and senior-level sport executives were not likely to leave their
positions. Lack of movement from senior level positions implies that advancement and
promotion may not be a realistic expectation for men or women. The lack of mobility for
women in sport organizations, particularly intercollegiate athletics, should not suggest
that women do not aspire to high-level positions (Grappendorf & Lough, 2006), nor
should women be perceived as less committed to their work (Cunningham & Sagas,
2003). Instead, Knoppers et aI. (1991) argued that opportunity is gendered in sport
organizations. That is, men may be more likely to perceive more opportunity in sport
organizations because they are male-dominated in positions of management (Knoppers et
aI., 1991). Research in sport management has yet to assess how the perception of
opportunity affects the career decisions and development of senior-level female
managers.

Networking and mentoring. Several sport management researchers have
suggested that participation in formal and informal networks and mentoring is integral for
advancement within sport organizations, particularly, for women (Bower, 2009;
Grappendorf & Henderson, 2008; Hums & Sutton, 1999; Judd, 1995; Shaw, 2006).
Informal networks and mentoring opportunities can serve as career facilitators for women
and women, and may be critical to the career development of women (Bower, 2009).
"Good 01' girls" networks have the potential to be influential if a member has
accumulated power in the organization (Lovett & Lowry, 1994; Shaw, 2006). Shaw,
however, found that women's groups could influence hiring practices and organizational
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policy. The exclusionary nature of "good 01' boys clubs" (Lovett & Lowry, 1994; Stangl
& Kane, 1991; Shaw, 2006) has several consequences for women in sport management.

For example, a study on the effect of organizational factors on career pathways of
female coaches (Greenhill et ai., 2009) found that men were more likely than women to
be selected for an interview because their applications met or exceeded the expectations
of an organization's administration. Greenhill et al. suggested that male coaches learned
what to include on an application through their informal networks with other male
coaches and administrators. Limited access (by exclusion or choice) to networks
precludes women from gaining important knowledge about current and future
organizations (Shaw, 2006).
Greenhill et al. (2009) suggested that more women in senior positions could affect
organizational change while also supporting other females in the organization. Similarly,
Whisenant et al. (2002) argued that more women in management positions would result
in more mentors and role models for women. Additionally, more women in management
positions would also mean more women were qualified to move into senior managerial
positions.
Moore, Parkhouse, and Konrad (2004) suggested that the under-representation of
women in sport organization managerial positions might be improved by increasing the
number of women in sport management preparation programs. Women in sport
management preparation programs have access to quality training and professional
development experiences, which may also increase their skill development an
opportunity to earn management positions in sport organizations (Moore et al.). As
previously discussed, power can be accumulated through performance-related activities
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and visibility (Kanter, 1977). Women may feel more pressure to prove their abilities
through performance (Grappendorf & Lough, 2006; Grappendorf et aI., 2004) or they
may choose to embrace more stereotypical roles (e.g., subordination, silence,
"housekeeping") in an effort to be less visible. Furthermore, women are more likely to
underestimate their abilities and professional strengths. Research has shown that a lack
of confidence may be a self-limiting behavior (Sartore, 2006). In other words, women
may not pursue career advancement because they do not feel qualified or adequately
prepared.
To this point, gender and gender role stereotypes, homologous reproduction and
hegemonic masculinity, opportunities for advancement, and lack of access to networking,
mentoring, and role models have all been identified as opportunity structures which act as
barriers or supports to women pursuing careers in intercollegiate athletics. In career
development literature, gender is a personal factor while others (e.g., stereotypes,
homologous reproduction, etc) are contextual and, more specifically, structural. Career
development theorists (Astin, 1984; Forrest & Mikolaitis, 1986) contend that the socialrelational component is critical to consider when assessing a woman's career
development. The literature on the social-relational component of women's careers in
intercollegiate athletics has focused on two primary areas: (a) work-life balance and (b)
supervisor support.

Work-life balance. In the last decade, work-life balance has received a great
deal of attention in sport management literature (Bruening & Dixon, 2007; Bruening et
aI., 2008; Dixon & Bruening, 2005; Dixon & Bruening, 2007; Inglis et aI., 2000;
Greenhill et aI., 2009). Women, in particular, have difficulty balancing work-life culture
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for several reasons. First, the culture of college athletics has been identified as a barrier
for career development particularly for women (Bruening & Dixon, 2008; Greenhill et
aI., 2009; Inglis et aI., 1996,2000). With long work hours, irregular schedules, travel
requirements, and the negotiation of a gendered workplace, women experience conflict
between their roles as employees and family members. Work-family conflict, in
particular, is a component of work-life balance that has received considerable attention as
a barrier for career progress for women coaching (Bruening & Dixon, 2008; Inglis et aI.,
1996), intercollegiate administration (Bruening et aI., 2008; Inglis et aI., 2000), and
professional sport management (Hums & Sutton, 1999).
Dixon and Bruening (2005) defined work-family conflict as "a type of inter-role
conflict wherein at least some work and family responsibilities are not compatible and
have resultant effects on each domain" (p. 228). In other words, the demands of work
negatively affect time with family and time with family has the potential to negatively
affect time spent at work. Greenhill et ai. (2009) found that time and family
commitments were primary issues for female coaches. That is, the demands of coaching
negatively affected time spent with family and time spent with family negatively affected
their work as coaches.
When time spent with family and friends impacts a female coaches ability to
perform duties adequately, she may be perceived as less committed to her work. When
women are perceived as less committed to their work, negative stereotypes about
women's roles may be reinforced (Eagly, 1987; Beatty, 2007). Reinforcing gender
stereotypes in an organization has several ramifications including the perpetuation of
hegemonic masculinity, inaccessible networks and mentoring relationships, limited
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opportunities for advancement and skills development, and further reduction of power in
an organization.
Bruening and Dixon (2007) used life course theory to explore the gendered
relationships in the lives of 17 NCAA Division I coaches who are also mothers. Similar
to career construction theory (Savickas, 2002, 2005), life course theory highlights the
socio-cultural and organizational elements, which affect individual choices and pathways.
In addition, the theory also includes an examination of the individual's response (i.e.,
conformity, resistance) to socio-cultural and organizational expectations. More
specifically, Bruening and Dixon (2008) focused on the manner in which gender shapes
life choices, and how those choices affect career decisions and "life trajectories."
Participants explained that spouses/partners were supportive of the coaching lifestyle.
The continued support of spouses/partners was a "key ingredient in the successful
navigation of a coaching career" (Bruening & Dixon, p. 17) both before and after having
children. Not surprisingly, as the coaches assumed the new role of "mother" the work
environment and expectations of supervisors began to play an important role in decisions
regarding their career paths (Bruening & Dixon).
Career development literature as it pertains to women suggested a female's
relationship with her supervisor may also be a barrier (O'Neil, Hopkins, & Bilimoria,
2008; Richie et aI., 1997; Wentling et aI., 1996,2003; White, 1995; Whitmarsh et aI.,
2007). Studies by Bruening & Dixon (2008) and Inglis et ai. (2000) found women
perceived various levels of support from athletic administrators. Women were "guarded"
in their responses about the support of supervisors and administration (Inglis et aI., 2000).
Rather than discuss their experiences, the women reverted to talking about other aspects
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of the organization they enjoyed (e.g., relationships with students, love of sports,
commitment to work).
Supervisor support, however, has also been identified as a support for women in
intercollegiate athletics (Sagas & Cunningham, 2004). For example, women who
perceive support from their supervisors are more likely to be satisfied with their careers
(Sagas, & Cunningham, 2004). Career satisfaction results in retention in administration
(Inglis et aI., 1996,2000) and coaching (Inglis et aI., 1996,2000; Sagas & Cunningham,
2004), which also means women will be less likely to exit the profession. With fewer
women likely to exit the profession, the proportion of women in administration may
increase leading to more role models/mentors, and greater networking opportunities.
In summary, barriers and supports play an influential role in the careers of women
in intercollegiate athletics. Gender and gender role stereotypes were identified as
important constructs pertaining to female coaches and administrators in intercollegiate
athletics (Burton et aI., 2009; Burton et aI., 2011; Grappendorf et aI., 2004; Grappendorf
et aI., 2008; Grappendorf & Lough, 2006; Whisenant et aI., 2002). In fact, the findings of
these studies suggested that gender may be the single most important barrier to women
achieving executive levels of management.
Gender and gender role stereotypes contribute to the perpetuation of hegemonic
masculinity (Whisenant, 2002) and homologous reproduction (Aicher & Sagas, 2009;
Whisenant,2002). Hegemonic masculinity and homologous reproduction in
intercollegiate athletic administration ensures men hold more positions and at higher
managerial levels, thus they have more control and power over athletic departments
(Whisenant et aI., 2002). Such domination results in continued sex segregation in high-
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level management positions in intercollegiate athletics. When an organizational structure
is dominated by men, it may be perceived as discriminatory with few opportunities for
women to advancement (Kanter, 1977). In other words, the lower the proportion of
women, the more likely it is women may perceive opportunity for promotion and
advancement to be limited (Knoppers et aI., 1991). Therefore, women interested in
pursuing the highest level of intercollegiate administration may re-evaluate their career
goals and expectations (Astin, 1984; Lent et aI, 1994, 2000; Savickas, 2005) because they
perceive limited leadership opportunities.
The underrepresentation of women in executive levels of management (i.e.,
Athletic Directors) in intercollegiate athletics continues to be of great concern to
academics and practitioners (Burton et aI., 2008; Grappendorf & Lough, 2006;
Grappendorf et aI., 2004). The proportion of women in the "pipeline" for Athletic
Director positions is declining. The pipeline refers to senior-level title positions of
assistant athletic director and associate athletic director (Grappendorf et aI., 2004;
Lapchick,2010). Women holding senior-level positions are perceived to be more likely
to achieve an Athletic Director position than women in professional administration (e.g.,
academic counselor, life skills coordinator, compliance coordinator) because the skill sets
(e.g., budgeting, fundraising, supervisory responsibility) associated with senior-level
administration are perceived to be more transferable to executive positions (Grappendorf
& Lough, 2006; Grappendorf et aI., 2004; Lapchick, 2010).

Previous research in sport has suggested that increasing the proportion of women
in the senior management (i.e., assistant and associate athletic directors) "pipeline" would
result in more female Athletic Directors (Moore, 2008; Whisenant et aI., 2002). For
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example, at the Division I level, women occupied 28.5% and 31.1 % of assistant and
associate athletic directors, respectively (NCAA, 2010). In Division II, 38.1 % of
assistant athletic director positions and 42% of associate director positions were
comprised of women. Women held 39.1 % of the assistant athletic director and 46.1 % of
associate director positions in Division III. When divisions are combined, women
account for 29.8%, 40.2%, and 42.6% of all assistant and associate athletic directors in
Divisions I, II, and III respectively (NCAA, 2010). Compared to other professions, it
would appear that women are well represented in senior management positions in
intercollegiate athletics. However, the proportion of women in medicine and science,
engineering, information technology, and business are increasing (Catalyst, 2001g), while
NCAA member institutions reported a decline of women in senior administration
(NCAA, 2009).
Gatrell and Cooper (2007) contended, "Women who seek careers in management
are battling with deeply ingrained traditions and preconceptions about what the role of
women ... should be" (p. 61). Perhaps women also battle with what they could be. The
careers and career development of women received relatively little attention before the
1970' s (Farmer, 2006). Theories on career choice and development provide a helpful
framework for understanding how "deeply ingrained traditions" and social roles affect
women's mobility in the workforce. One way to examine this is through the lens of
selected career development theories. Career development theories also provide an
interpretive framework for understanding the career experiences of women in
intercollegiate athletics.
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Career Choice and Development
Though vocation guidance programs were established United States in the late
1880s, career development theories did not emerge until the early 20th century (Brown,
2002). In his initial theory on choosing a vocation, Parsons (1909) introduced three
"factors" for aiding young men in selecting an occupation:
(1) a clear understanding of yourself, your aptitudes, abilities, interests, ambitions,
resources, limitations, and their causes; (2) a knowledge of the requirements and
conditions of success advantages and disadvantages, compensation, opportunities,
and prospects in different lines of work; and (3) true reasoning on the relations of
these two groups of facts. (p. 5)
Parsons (1909) specifically outlined an interview approach for helping young men
determine their interests, abilities, and aptitudes, as well as their general health and
family obligations. The interview questions included "What schooling have you had?"
(p. 18) "What endurance tests have you undergone?" (p. 17) "How do you spend your
money?" (p. 19) and "Is there anyone dependent on your for support?" (p. 19). Based on
answers to these and similar questions, Parsons recommended employment in industry
sectors such as agriculture, manufacturing, commerce and business, medicine, law, and
engineering. While Parson's career development theory did not address women, he
offered a list of "women's ways of earning money, at home and away from home" (p.
66). These jobs included gardening, sewing/knitting, baking/cooking, housekeeping,
caring for children, teaching, and social work.
Grounded in aptitudes, abilities, and interests, Parson's (1909) theory is an
example of a psychologically based "trait-and-factor" career theory, which stemmed from
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the need to "classify people in some meaningful way and place them into occupations in
which they could perform satisfactorily" (Brown 2002, p. 4). Vocational counselors
administered aptitude tests and developed scales to assess personality, interests, abilities,
and values to help individuals, primarily men, identify their appropriate career fit
(Hansen, 2005; Rounds & Armstrong, 2005). The psychological constructs of trait-andfactor theories imply that people are predisposed to certain career types (Johnson &
Mortimer, 2002). Results of these psychologically based tests evolved into what we now
know as trait-and-factor theories.
Early trait-and-factor theories were static. They held firm on the notion that
intellect, personality, abilities, and interests were inherent and unchangeable (Brown,
2002). Trait-and-factor career development theories are still widely used today
understand and evaluate career selection and appropriate career "fit." However,
psychologically based theories often fail to include the influence of the work environment
on the individual. This may be attributed to the fact that while trait-and-factor theories
have dominated the study of career choice and development, they are often studied from
a logical positivist perspective (Brown, 2002). Brown summarized the philosophical
assumptions of positivists:
•

People can be studied separately from their environments; people can be
subdivided into categories for study.

•

Human behavior can be objectively observed and measured; behavior operates in
lawful, linear fashion; cause and effect can be inferred.

•

The tradition of the scientific method is the accepted paradigm for identifying
facts about human behavior.

•

The contexts (environments) in which people operate are considered neutral or
relatively unimportant; thus, the focus of inquiry should be observable actions of
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human beings. (p. 12-13)

In 1959, Holland forwarded a theory of vocational personalities in work
environments. Holland's theory described "how individuals interact with their
environment and how individual and environmental characteristics result in vocational
choices and adjustment" (Spokane & Cruza-Guet, 2005, p. 25). Shortly after the
publication of Holland's (1959) theory, Weiss et al. (1967) developed the Theory of
Work Adjustment (TWA). TWA, though still considered a psychologically based theory,
was designed to measure job fit by assessing (a) an individual's skills and abilities
compared to the requirements of the position, and (b) how well the job satisfies the needs
(e.g., pay, working conditions) of the employee (Dawis, 2005).
Rather than simply assessing psychological constructs, theories advanced by
Holland (1959) and Weiss et al. (1967) were the first to consider the fit between an
individual and the work environment. The recognition that a reciprocal relationship
exists between the person and the environment was a critical step in the evolution of
career development theories (Swanson & Fouad, 2010). As such, more contemporary
trait-and-factor theories are considered "person-environment fit" theories. Personenvironment fit theories are somewhat limited as they tend to characterize career
selection and development as a singular event, rather than a developmental process
(Swanson & Fouad). Furthermore, these theories do not adequately address the dynamic
cultural and social contexts (e.g., race, gender, education, organizational structure and
culture, relationships) that influence personal and professional development.
Sociologists and social psychologists studying career development argue that
social contexts and the identities associated with such contexts are likely to significantly
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impact career decisions and trajectories (Astin, 1984; August & Quintero, 2001; Brown,
2002; Lent et aI., 1994). People make sense of the world through social contexts and
identities. Therefore, social contexts and variables contributing to the construction of
personal and professional identities are important to consider when examining the career
development of individuals, especially women (Astin, 1984; Coogan & Chen, 2007).
Sociologically based career development theories operate from the following social
constructivist assumptions:
•

all aspects of the universe are interconnected; it is impossible to separate figure
from ground, subject from object, people from their environments;

•

there are no absolutes; thus, human functioning cannot be reduced to laws or
principles, and cause and effect cannot be inferred;

•

human behavior can only be understood in the context in which it occurs;

•

the subjective frame of reference of human beings is the only legitimate source of
knowledge. Events occur outside human beings. As individuals understand their
environments and participate in these events, they define themselves and their
environment. (Brown, 2002, p.13-14)
The social constructionist view also suggests that while people define themselves

and the environment, a reciprocal relationship exists in which the environment shapes the
people, as well (Lent et aI, 1994, 2000; Savickas, 2002). People and environments
continually evolve through interpretation and adaptation, continuity and change.
Therefore, an appropriate framework for understanding career development is to explore
what Savickas (2002) calls the career life course.
According to Savickas (2002), the "life course" of a career is the "sequence of
occupations in the life of an individual" (p. 151). The life course can be observed
objectively or subjectively (Lent et aI., 1994,2000). An objective observation of a life
course may include job sequences, position titles, and tenures within an organization.
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Objective observation of a career is useful for deriving occupational responsibilities and
career patterns (e.g., tenure, mobility), but tells us little about why or how decisions were
made to move to a new position, remain with a particular company, or shift to an entirely
new career. In short, objective observations do little to elicit the experiences and
decision-making processes of individuals within a more subjective social context.

In recent decades, researchers have emphasized a more subjective approach to
observing career choice and development (Astin, 1984; Edler & O'Rand, 1995; Johnson
& Mortimer, 2002; Savickas, 2002). The subjective approach recognizes the influence of

individual identities (e.g., gender, race), social roles (e.g., employee, mother),
relationships (i.e., collegial, familial, peer), and organizational structures (e.g.,
opportunity for advancement, hiring practices, formal and informal networks) on career
decisions. Two career development theories - career construction theory (Savickas,
2002) and social cognitive career theory (SCCT; Lent et aI., 1994, 2000) - were
developed to better understand how individual, organizational, and social forces influence
a career life course. Thus, career construction theory and SCCT are useful modern career
theories for exploring career development.
Several researchers have argued that exploring a woman's career development
and decision making is important because it is much more complex than a man's (Betz,
1994; Betz & Fitzgerald, 1987; Coogan & Chen, 2007; Farmer, 1976; Forrest &
Mikolaitis, 1986). Women must contend with gendered social and work expectations
(Betz & Fitzgerald). Further, traditional career theories do not adequately address the
nuanced experiences of women (Betz & Fitzgerald; Coogan & Chen). Therefore, Astin's
(1984) sociopsychological model of women's career choice and work behavior is useful
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for exploring the manner in which the integration of women's social and work roles
effects career development.
Career Construction Theory
According to Savickas (2002), career construction theory was designed to answer
two questions: "What do people do?" and "Why do they do it?" Career construction
theory explores career development from an integrated constructionist and contextualist
perspective. The constructivist perspective suggests people construct representations of
reality, but not reality itself (Savickas, 2005). The contexualist perspective asserts that
adaptation to various environments drives career development (Savickas, 2005). When
examining an individual's career, the integration of constructionist and contextual
perspectives "focuses attention on the interpretive [emphasis added] processes, social
interaction, and negotiation of meaning" (Savickas, 2005, p. 43). In other words, career
construction theory was not designed to predict career paths. Instead, it should be used to
understand the decisions and choices individuals make based on the implementation of
vocational self-concepts in response to perceptions of social realities. As such, career
construction theory is predicated on three components - (a) vocational personality, (b)
career adaptability, and (c) life themes. Each component was designed to assess and
understand the interaction between self-concepts and perceived social realities in the
context of career development.
Vocational personality. Vocational personality consists of "an individual's
career-related abilities, needs, values, and interests" (Savickas, 2005, p. 47).
Personalities are first formed and reinforced by environments outside of work, including
socialization through family, educational opportunities, and relevant identities (e.g.,
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gender, race, socio-economic status). In addition, the influence of personal background
and perceived opportunity structures has the potential to limit or expand career
possibilities (Astin, 1984; Gottfredson, 1996; Savickas, 2005; Sartore, 2006). For
example, the United States Bureau of Labor (2009) reports that certain professions (e.g.,
science, engineering, construction, technology) tend to be male-dominated, while women
dominate others (e.g., teaching, nursing). Career theorists attribute the division of labor
to gender role socialization in early childhood (Betz & Fitzgerald, 1987; Gottfredson,
1996).

Career adaptability. Career adaptability "deals with how an individual
constructs a career whereas vocational personality deals with what career they construct"
(Savickas, 2005, p. 48). Adaptability represents an individual's ability to cope with
current and future developmental tasks, career transitions, and personal traumas
(Savickas, 2005). Individuals encounter developmental tasks over the course of a career
life span. Savicaks (2005) divided the continuum of developmental tasks into five stages
- growth, exploration, establishment, management, and disengagement (Savickas, 2002).
Growth focuses on the origin of the individual's vocational personality (e.g.,
family influence, education, abilities). During exploration, an individual must assess the
fit between the perceived self and a particular job or occupation. A clear understanding
of attitudes, beliefs, and competencies is critical in this dimension because it allows an
individual to compare his/her own interest, abilities, and values to those required in new
occupations. In this stage, an individual defines his/her vocational self-concept. The
vocational self-concept guides "adaptation by negotiating cultural opportunities and
constraints" (Savickas, 2002, p. 166). Vocational self-concepts are comprised of the
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interplay among social expectation and occupational interests, perceived skills and
abilities, role modeling (by parent, family member, or mentor), real and perceived
opportunities to engage in occupational roles, and peer acceptance in occupational roles.
Similar to social contexts, vocational self-concepts are dynamic and often change with
time, experience, and relative to role expectations.
Establishment represents stabilization in a job and career. During this stage, an
individual seeks to implement a vocational self-concept. During establishment, the
vocational self-concept becomes more congruent with the requirements of the social and
vocational worlds. As the social and work worlds become more parallel, a person may
seek more opportunities (e.g., greater responsibilities, advancement, better personenvironment fit) within his/her organization or in another organization. Toward the end
of the establishment stage, an individual may begin to contemplate the "next steps" in
his/her career. According to Savickas (2002), "Individuals reach a point where taking
care of what they have established, that is, maintaining, becomes more important than
advancing in new directions" (p. 179).
During the management stage, an individual may ask him/herself, "Is this the
career I want to pursue for the next 25 years?" It is at this stage that occupational
responsibilities and the vocational self-concept are re-evaluated. Savickas (2002)
describes this process as "re-finding, not refining, the self' (p. 179). Should a person
choose a new organization or occupation, she must again cycle through exploration and
establishment stages. However, if the choice is to remain in the current position, the
vocational self-concept is managed through a process of holding, updating, or innovating
(Savickas, 2002).
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Holding consists of meeting the challenges of the changing work force (e.g., other
employees, technology) and family demands (e.g, child care, education expenses) while
in the latter stages of a career. The expectation of employers is that a person in a holding
pattern will continue to perform the same tasks with the same level of competency and
commitment. Updating necessitates more energy than holding because this stage of
management requires job tasks to be performed at a higher level. Therefore, the
individual must strive to stay up-to-date on new technologies and trends in hislher
particular career field. Finally, the innovating stage of management means "breaking
new ground by doing tasks differently, doing different tasks, or discovering new
challenges" (Savickas, 2002, p. 180). Innovation may lead to the construction of a new
career path or advancement within an organization, both of which would require recycling through the exploration and establishment stages.
However, as a person nears the end of his/her current job or career, s/he begins to
consider life after a work. This process is known as disengagement. 'Disengagement
(ages 65 and older) involves decelerating, retirement planning, and retirement living.
During this stage, the vocational self-concept is refocused. Rather than thinking about
career prospects (e.g., growth, exploration, establishment), an individual reflects on the
career path in retrospect. The individual concentrates on the challenges of implementing
a new life that does not include vocational responsibilities.
Stages encompass the career life span, but may also be applied to individual jobs
within a career (Savickas, 2005). In other words, a person in the "establishment" stage of
his/her career life course, may be in the "disengagement" stage of his/her current job.
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The individual is in the process of disengagement because he/se is ready to grow and
explore new occupational interests.
Within the five career life stages, are four sequential dimensions of career
adaptability (Figure 1) - concern, control, curiosity, and confidence (Savickas, 2005).
Adaptive individuals are conceptualized as:
1) Becoming concerned about their future as a worker.
2) Increasing personal control over their vocational future.
3) Displaying curiosity by exploring possible selves and future scenarios.
4) Strengthening the confidence to pursue their aspirations (Savickas, 2005, p.
52).

Exploration

• Concern
• Control
• Curiosity
• Conndenc:e

• Concern

• Control
• Curiosity
• Conndenc:e

Management

• Concern
• Control
• Curiosity
• Conndenc:e

Establishment

• Concern

• Control
• Curiosity
• Conndenc:e

• Concern
• Control
• Curiosity
• Conndenc:e

Disengagement

Figure 1. Dimensions of career adaptability within stages of the career/job life course.
Adapted from Savickas, 2005.

Career concern is a period of time in which an individual considers hislher future
career opportunities. It is time during which a person reflects on past and current career
experiences, as well as how those experiences might translate into a more successful
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future. Control is the next important dimension of career adaptability because it suggests
that the person is, in fact, responsible for constructing a career. In this dimension, a
person must assess his/her level of skill and professional responsibility, effort,
determination, and opportunities in the labor market relative to career interests and
abilities. Career curiosity is the exploration of the fit between the perceived self and
work world. A clear understanding of attitudes, beliefs, and competencies is critical in
this dimension, allowing an individual to compare his/her own interests, abilities, and
values to those required in new occupations. Finally, confidence "denotes feelings of
self-efficacy concerning the individual's ability to successfully execute a course of action
needed to make and implement suitable educational and vocational choices" (Savickas,
2005, p. 56). However, personal (e.g., gender) and contextual (e.g., career experiences,
professional development opportunities) factors have the potential to either limit or
enhance confidence. Because each person experiences and perceives personal and
contextual variables differently, career choices and development will vary accordingly.
Similar to the five career stages, the sequential dimensions of concern, control,
curiosity, and confidence may occur multiple times over the life course of a career. In
addition, the dimensions of career adaptability illustrate the progression of a career
decision-making process; however, they do little to address why adaptability is necessary.
Therefore, exploring life themes - at work and in personal life - allows the researcher to
understand the reasons behind career choices and, ultimately, the adjustment to new roles
and responsibilities.
Life themes. Life themes influence individuals to make meaningful choices

about work roles (Savickas, 2005). Themes matter in the career life course because life
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themes give people a meaning and purpose to work (Savickas, 2005). Eccles (1994)
advised, "Occupational choices are not made in isolation of other life choices, such as the
decision to marry and have children, and the decision to balance one's occupation
behaviors with one's other life roles ... " (p. 605). Therefore, uncovering the meaning of
factors (i.e., developmental tasks, job transitions, and personal traumas) influencing
career development has the potential to reveal why people make certain career decisions
(Savickas, 2005).
Career construction theory offers a framework for interpreting the career life
course through the integration of vocational personality, career adaptability, and life
themes. It is unclear, however, how vocational personality, adaptability, and life themes
affect an individual's career expectations and career goals. Social Cognitive Career
Theory (SCCT; Lent et ai., 1994) attempts to explain the "dynamic processes and
mechanisms through which (a) career and academic interests develop, (b) career related
choices are forged and enacted, and (c) performance outcomes are achieved" (p. 80).

Social Cognitive Career Theory
Similar to career construction theory (Savickas, 2005), social cognitive career
theory (SCCT) considers the individual as an active participant in the construction of his/
her career (Lent et aI, 1994). Moreover, SCCT recognizes personal characteristics,
contextual factors, and behavior (Bandura, 1986) as interconnected mechanisms
contributing to the career decision-making process. Lent et al. (1994) identified three
social cognitive constructions - (a) self-efficacy beliefs, (b) outcome expectations, and
(c) career-related goals - as central to understanding the career development.
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According to Bandura (1986), self-efficacy refers to the manner in which people
assess their abilities to carry out specific courses of action to achieve a performance level
or goal. Self-efficacy helps people make decisions about situations in the contexts of
particular environments. Researchers also suggest that self-efficacy determines responses
to personal and professional obstacles (Bandura, 1986; Lent et aI., 1994, 2000). Several
studies suggested self-efficacy as a predictive element to career related choices (Lindley,
2005; Cunningham, Bruening, Sartore, Sagas, & Fink, 2005; Stringer & Kerpelman,
2010) and as a mediator in the perception of career barriers (Byars-Winston & Fouad,
2008; Cunningham, Doherty, & Gregg, 2007; Lyons, Brenner, & Lipman, 2010).
Outcome expectations are personal beliefs about anticipated consequences of
particular behaviors (Lent et aI., 1994). As a result, expectations are often predicated on
assessments of self-efficacy. For example, Cunningham et ai. (2005) employed social
cognitive career theory (SCCT) to explore student intentions to enter the sport and leisure
industry. The study was designed to measure basic tenets of SCCT including selfefficacy, outcome expectations, and occupational choice goals (e.g., vocational interests,
barriers, supports). Participants in the study were 197 students enrolled in sport and
leisure courses at four universities around the United States.
Results indicated that self-efficacy and positive outcome expectations were
related (Cunningham et aI., 2005). That is, students with high perceptions of selfefficacy also had higher and more positive ideas about their future careers. In addition,
self-efficacy and positive outcome expectations were positively related to choice goals
and vocational interests; vocational interests were also positively associated with choice
goals. Not surprisingly, barriers held negative correlations with career goals, vocational
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interests, and self-efficacy (Cunningham et aI., 2005). Women rated discrimination and
lack of advancement opportunities higher than men did. Ethnic minorities rated
discrimination higher than Caucasians. Due to the perception of such barriers, women
and racial/ethnic minorities were less likely to pursue careers in the sport and leisure
industry (Cunningham et aI.). Career barriers and supports play an important role in a
person's intention to pursue a career in the sport and leisure industry (Cunningham et al.).
Negative perceptions may cause a person - particularly a woman or ethnic minority - to
prematurely lose interest in the profession.
Finally, goals aid in the organization of behavior (e.g., career plans, decisions)
and the likelihood that desired career outcomes will be achieved (Lent et aI., 1994). The
formation of goals also helps people maintain performance over an extended period of
time. Perceptions of self-efficacy and outcome expectations provide not only a bridge for
understanding past and future behavior, but also an understanding of how and why career
goals are formed. Therefore, individuals have the ability to proactively construct their
environment based on their self-efficacy, outcome expectations, and career goals.
However, Lent et aI. (1994) contended that personal and contextual variables influence
each of the three social cognitive constructs.
In SCCT, personal variables include gender and gender role construction,
education, career interests and values, and socialization (e.g., parents, peers). Contextual
variables (perceived barriers and supports within a given environment) (Lent et aI., 1994)
should be considered when evaluating a career decision in a given situation. As
previously discussed, contextual barriers and supports - real or perceived -may include
structural (e.g., opportunities for advancement and promotion, discriminatory hiring
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practices, organizational policies inhibiting work/life balance) or social relational
determinants (e.g., relationships with supervisors, colleagues, family and friends;
informal networks). In SCCT, contextual factors shape learning experiences and
comprise the opportunity structures in which career interests are borne, developed, and
implemented (Lent et aI., 1994).
Cunningham et aI. (2007) employed social cognitive career theory (SCCT) to
examine the influence of gender on head coaching intentions among assistant coaches of
women's college teams. The study measured basic tenets of SCCT including selfefficacy, career expectations, and career goals. Findings indicated variation in SCCT
variables by sex demonstrated a significant multivariate effect. Subsequent analysis
revealed significant differences between male and female assistant coaches in career
goals, vocational interests, self-efficacy, and positive career expectations. Men had
higher vocational interests and career goals when compared to women. In addition, male
coaches expressed greater levels of self-efficacy and perceived more positive outcome
expectations for their careers than female coaches did. The finding that there were no
differences between men and women in perceived barriers and/or supports, however
should not suggest that barriers and supports did not exist for coaches in the study.
Gender differences in career goals, vocational interests, self-efficacy, and positive
career expectations is an important finding because it implicates gender as an important
factor in career development. However, more research is needed to identify how and
why gender affects coaching intentions. More broadly, SCCT can also be used as a
framework for understanding self-efficacy, outcome expectations, and career goals for
female administrators. As such, the present study will use SCCT as a framework for
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examining the negotiation of and adaptation to barriers and supports in women's career
choice and development in sport management.
Lent et aI. (2000) added coping efficacy as a critical component to SCCT.
According to the amended theory, when confronted with difficult contextual situations,
individuals "with a strong sense of coping self-efficacy (i.e., beliefs regarding one's
capabilities to negotiate particular environmental obstacles) are more likely to persevere
toward their goals" (p. 46). Coping efficacy is closely related to Savickas' (2002)
concept of career adaptability with one important difference. Coping efficacy implies
forward progress toward professional goals, while adaption suggests more of a
compromise to circumstance.
When men and women encounter barriers in the life course of their careers, they
employ coping strategies to adjust and adapt to new and different circumstances (Lent et
aI.,2000). Coping strategies are designed to reduce the perception of conflict between
the individual and the structure in question (e.g., work, family, organizational policies;
Lent et aI., 2000; Savickas, 2002). The literature on career development suggested that
individuals encounter barriers internal and external to an organization (Astin, 1984; Betz
& Fitzgerald, 1987; Lent et aI., 1994). Internal coping strategies deal with barriers

encountered within an organization including discrimination, harassment, lower salaries,
biased hiring practices, and lack of access to networks (Beatty, 2007; Gatrell & Cooper,
2007). External coping strategies are exercised when people encounter barriers to their
careers as they exist outside of the workplace such as marriage, family, or economic
difficulty (Burke, 2007; Hopkins & O'Neil, 2007). Many individuals encounter internal
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and external barriers simultaneously. Women, in particular, may develop coping
strategies to negotiate personal and contextual factors unique to their gender.
Hite and McDonald (2003) broadly stated that women adjust career aspirations
and goals due to life circumstance. Wentling (1996) was more specific in her results,
which found women lowered their career aspirations for several reasons including
relocation of spouse, responsibilities to family, company reorganization, the glass ceiling,
burnout, and lack of company commitment to professional advancement. On the other
hand, promotion, perception of more opportunity in a new company, and more on-the-job
time commitment tended to increase a woman's aspiration to higher levels of
management (Hopkins & O'Neil, 2007; Wentling, 2003). For women interested in
seeking positions in senior management, their coping strategies included continued
education, demonstrated competency on the job, networking with top-level managers,
and experience in other functions of the company (Wentling, 2003).
While career construction theory and SCCT do not specifically address women's
career development, Lent et aI. (1994) suggested focusing on gender because its social
construction has "profound psychological and social significance" (p. 104) on career
interests, choices, and development. As career development research and theory has
evolved, women's career development has been found to be much more complex than
men because women encounter issues not ordinarily faced by men as women balance
family, social, and work expectations (Astin, 1984; Betz & Fitzgerald, 1987; Coogan &
Chen, 2007; Farmer, 1976; Gottfredson, 1996; Richie et aI., 1997).
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Women's Career Choice and Development
Initial career development theories were grounded in the psychological constructs
and social experiences of White men (Holland, 1959; Dawes, 1964; Parsons, 1909). In
the 1960s and 1970s, psychologists began to study the career development of women to
gain a better understanding of the intersection between career and family orientations.
Similar to career research conducted on men, initial studies on women focused on
psychological characteristics (e.g., personality, intellect, motivation) and occupational
"fit" (Psathas, 1968), but did not address what, how, or why social contexts affected the
career orientation of women. Furthermore, career development studies attributed
differences in occupational choices to differences in gender and the construction of selfconcept (Richardson, 1975), but did not address how or why the differences existed.
One of the first theories (Psathas, 1968) for women's career development
proposed the importance of understanding the relationship between a women's
occupational role and sex role. The theory was designed to predict how marriage and the
husband's perspective on work affected a woman's career development. Psathas'
recognized that a woman's career growth could be affected as she balanced the roles of
wife, mother, and employee. Betz and Fitzgerald (1987) also identified marital/family
status, sex role attitudes, and role conflict (e.g., balancing responsibilities as mother,
wife, and employee) as "major variables uniquely pertinent to women's career choices
and pursuits" (p. 25). Farmer (1976) explored factors inhibiting women's career
achievement and motivation. Astin's (1984) landmark model of women's career choice
and work behavior comprised in four major principles:
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(1)

Work behavior is motivated activity intended to satisfy three basic
needs: survival, pleasure, and contribution.

(2)

Career choices are based on expectations concerning the accessibility
of alternative forms of work and their relative capacity to satisfy the
three basic needs.

(3)

Expectations are shaped in part by early socialization through family,
childhood play, school experiences, and early work experiences, and in
part by perceived structure of opportunity.

(4)

Expectations developed through socialization and through early
perceptions of the structure of opportunity can be modified by changes
in the structure of opportunity and this modification in expectation can
lead to changes in career choice and work behavior. (p. 119)

The fundamental premise of the model suggested that early socialization
experiences in the workplace and perceived opportunity structures affect the oftendivergent career choices and experiences of men and women. Astin (1984) argued that
opportunity structures including sex-typing of jobs and occupational sex segregation,
discrimination, organizational policies, work benefits (e.g., salary, time requirements,
schedule flexibility), and job requirements were also variables affecting women's career
construction and development. A focus on the interplay between opportunity structures
and individual factors as career barriers and facilitators was a unique addition to
exploring women's career development.
Social cognitive career theory (Lent et aI., 1994, 2000), career construction theory
(Savickas, 2002, 2005), and Astin's (1984) model of women's career development
suggest an intricate relationship among personal and contextual factors which influence
career experiences, expectations, and goals (Albert & Luzzo, 1999). Personal and
contextual factors comprise a "perceived opportunity structure within which career plans
are developed and implemented" (Albert & Luzzo). The manner in which personal and
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contextual factors influence an individual's career experience rests in how a person
perceives and responds to such factors (Astin, 1984; Lent et aI., 1994, 2000). When a
person responds to factors, the response implies individual agency - "the capacity that
each person has to anticipate and shape outcomes and to plan actions" (August &
Quintero, 2001). In other words, the individual has a choice in how opportunity
structures affect career expectations and goals. The following section reviews
opportunity structures and their influence on career development.
Career Barriers and Supports
According to Kanter (1977), opportunity refers to an individual's career
"expectations and future prospects" (p. 246). Opportunity structures, then, contain
personal and contextual variables that enhance or impede career development,
expectations, and goals (Astin, 1984; Kanter, 1977; Lent et aI., 1994; Roberts, 2009).
Career development literature (Albert & Luzzo, 1999; Astin, 1984; Betz & Fitzgerald,
1987; Lent et aI., 1994; Savickas, 2002), refers to personal and contextual factors as
"career barriers" (i.e., factors that impede career development) and "career supports" (i.e.
factors that enhance career development), or "obstacles" and "facilitators" (Andrew et aI.,
1990). For the purposes of this study, the terms "barriers" and "supports" will be used to
capture factors perceived to influence career choice, expectations, and goals.
Barriers and supports are real features of an industry or an organizational
environment, but they are also subjective perceptions defined by an individual's lived
experience (Albert & Luzzo, 1999; August & Quintero, 2001; Astin, 1984; Kanter, 1977;
Lent et aI., 1994). In other words, the mere perception of a barrier can affect the career
decision-making process (Albert & Luzzo, 1999; Lent et aI., 1994). It is important to
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identify the manner in which individuals perceive opportunity structures, as well as how
people negotiate structures perceived as barriers or supports to career development. As
suggested in SCCT (Lent et aI., 1994), Astin's (1984) model of career choice and work
behavior, and career construction theory (Savickas, 2002), identifying opportunity
structures is helpful in understanding how the perception of personal (i.e., individual) and
contextual (i.e., structure, social) factors influence women's career development.
Personal factors. Personal factors include a range of "intrapersonal influences

on career development" (Patton & McMahon, 2006, p. 153). Studies on personal factors
in career development emphasize gender role socialization (Betz & Fitzgerald, 1987;
Eagly, 1987; Gottfredson, 1996), personality (Betz & Fitzgerald, 1987; Richie et aI.,
1997; Wentling, 2003; White, 1995), the acquisition and development of human capital
(i.e., education, formal skills/abilities, job tenure; Burke, 2007; Knoppers, 1992), and
self-efficacy (Betz, 2004; Lent et aI., 1994). The following section identifies and
discusses personal factors as barriers and supports to career development.

Gender. A major barrier to women's career development, particularly within
male-dominated professions, is the perception of gender, gender role socialization, and
the gender stereotyping of managerial positions (Beatty, 2007; Betz & Fitzgerald, 1987;
Duehr & Bono, 2006; Schein, 2001, 2007; Wentling, 1996,2003). Gender and gender
role socialization are personal factors (Albert & Luzzo, 1999; Astin, 1984). Gender
stereotypes are contextual and will be discussed later in this chapter.
Gender is the "social construction of roles, attributes, and behaviors that a society
considers appropriate for men and women" (World Health Organization, 2011, para. 1).
Gender roles are shared beliefs about the attributes of men and women (Eagly, 1987).
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For example, women possess (or are expected to possess) communal characteristics such
as nurturance, kindness, submissiveness, expression/ emotion, and compassion (Beatty,
2007; Eagly, 1987). Men, on the other hand, are more agentic - assertive, dominant,
aggressive, instrumental, and independent. Society views women as more involved in the
private domain (e.g., home, family), while men represent a more public sphere (e.g.,
work; Beatty, 2007).
Gender role socialization contributes to "gendered patterns of educational and
occupational choices" (Eccles, 1994, p. 586). Further, the gender expectations a society
has for men and women not only influence an individual's perception of self, but also the
perception of the appropriate professional career path (Beatty, 2007; Eccles, 1994;
Schein,2001). Multiple career development theorists (Astin, 1984; Eccles, 1994; Ely,
1995; Farmer, 1976; Lent, et aI, 2004; Savickas, 2002, 2005) echo the influence of
gender roles socialization on career selection and development because such socialization
transcends childhood and adolescence into adulthood. Ely (1995) suggested exploring
gender "as an ongoing social construction, the meaning, the significance, and
consequences of which vary for individuals across settings" (p. 590).
Eccles (1994) suggested that both men and women have assimilated to culturally
defined gender roles, which may unintentionally limit career choices. For example,
agentic characteristics have been associated with management because men have long
filled such leadership roles in an organization (Betz, 2006). Though many organizations
strive to be gender neutral, "the underlying culture and ideology gives preference to
[agentic characteristics] and public sides and symbolicall y to men's ways of being"
(Beatty, 2007, p. 40). Managerial positions, then, become stereotyped as male domains;
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therefore, women may perceive they cannot or should not attempt to obtain management
positions.
Finally, Eccles (1994) posited, "understanding women's occupational choices
requires a broad view of the options and roles available to women" (p. 605). The
educational and occupational choices made by men and women are not done in isolation
(Eccles). Gender role socialization, cultural expectations, and individual interests
influence the decision-making process. Likewise, gender roles affect core personal
values, long-term goals and aspirations, and an individual's self-efficacy (Astin, 1984;
Betz & Fitzgerald, 1987; Eccles, 1994; Gottfredson, 1996; Beatty, 2007). Women in
male-dominated professions may face discrimination, harassment, or disapproval from
peers.

Personality characteristics. While the focus of this study is not to measure
personality characteristics, the derivation of personality characteristics by women in
management positions is important. For example, Richie et al. (1997) conducted a
qualitative study of the career development of high achieving African American-Black
and White women in various industries. Women in this study described strength and
perseverance, internal standards and judgment, passion for their work, and a relation to
others as personality attributes critical to their ascent to high-level managerial positions in
male-dominated professions. Similarly, White (1995) found commitment and dedication
were important for female executive managers in male-dominated professions. In a study
on women in middle management positions, Wentling (1996, 2003) identified work ethic,
self-confidence, and a "willingness to try new things" as important personality
characteristics for women in management.
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Career locus has also been identified as another personality characteristic that
may inhibit or promote career development in women (O'Neil et aI., 2004). Internal
career locus is "reflected in a belief that one is responsible for one's own career success
and in charge of managing one's future career" (O'Neil et aI., p. 478). An external career
locus suggests that career success is due to chance (O'Neil et aI.) such as connection to a
network or "being in the right place at the right time." O'Neil and Bilimoria (2005)
discovered women's career loci changes over time which may explain why, despite
describing themselves as "driven" and "committed" or touting work ethic and
competence as strengths, studies of women in executive management positions attributed
success to external factors (Andrew et aI., 1990; Corby & Stanworth, 2009; O'Neil et aI.,
2004; Richie et aI., 1997).
For example, in a study of women in senior management Corby and Stanworth
(2009) found that many women in the study felt as though they had "fallen" into their
jobs because many of the women had obtained the positions through informal, word-ofmouth networks. For organizations in business and industry, word-of-mouth is a
common recruitment tool. Additionally, the women who advanced to higher levels of
management explained that their advancement was the result of "being picked" by a man
(Corby & Stanworth). In short, the women in this study felt as though their employment
and subsequent promotion was due to "being in the right place at the right time" rather
than professional skill and competence.
Women's behavior in an organization can be attributed to personal factors
including gender, gender role socialization, and personality. Researchers (Bandura,
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1986; Betz, 2004; Lent et aI., 1994) also suggest self-efficacy determines responses to
personal and professional obstacles.

Self-efficacy. Self-efficacy is an important factor in career related decisions
because self-efficacy helps people make decisions about situations in the context of a
particular environment (Lent et aI., 1994; Savickas, 2002). Four sources of information
determine and influence self-efficacy: (a) personal performance accomplishments, (b)
vicarious learning, (c) social persuasion, and (d) physiological states (Betz, 2004; Lent et
aI.,1994). Additionally, behavioral consequences of perceived self-efficacy are (a)
approach versus avoidance behavior, (b) quality of performance behaviors in a target
domain (e.g., job or specific task), and (c) persistence in the face of obstacles or
disconfirming experiences (Betz, 2004).
Repeated, successful completion of a task in various conditions enhances an
individual's perception of ability on a given task thus reinforcing stronger notions of selfefficacy and the likelihood a person will attempt the task in the future (Bandura, 1986;
Betz, 2004; Lent et aI., 1994). Conversely, perceptions of low self-efficacy in a given
task or job may result in avoidance behaviors (Betz, 2004). A voidance behaviors can
influence career decisions and aspirations ultimately affecting career goals (Betz).
Therefore, education and training are critical components to increasing the likelihood of
personal accomplishment (Ancis & Phillips, 1996) and self-efficacy (Betz, 2004).
Education and training have been deemed vitally important to women seeking or
already in management positions because these two elements provide the opportunity to
develop skills and professional competencies (Corby & Stanworth, 2009; Wentling,
2003). For example, in a study of the career aspirations of women in middle
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management positions, Wentling (1996, 2003) found that women felt they needed
additional training in communication, leadership, and negotiation skills; strategic
planning; and, financial management. Skills and job competencies are critically
important to career development, expectations, and goals (Richie et aI., 1997; Wentling,
1996,2003; Whitmarsh et aI., 2007). When women engage in education and training,
they develop skills and competencies which may increase performance quality, selfefficacy, and the likelihood women will persist in the face of obstacles (Betz, 2004;
Wentling, 2003).
Vicarious learning occurs through observation of other people, while social
persuasion is used to encourage people to attempt or continue a particular course of
action (Betz, 2004; Lent et aI., 1994). For example, research has suggested that exposure
to early career experiences gives men and women important information about careers,
which they can use to make future career decisions (Lapour & Heppner, 2009; Stringer &
Kerpelman, 2010). Exposure refers to the "experiences and observations in regards to
occupational information as well as values" (Lapour & Heppner, 2009, p. 485).
Shadowing, internships, professional training opportunities, and volunteer experiences
have been shown to positively influence career interests, expectations, and goals
(Cunningham et aI., 2005; Miller, 1998; Richie et aI., 1997).
Finally, physiological states may inform perceptions of self-efficacy (Lent et aI.,
1994). For example, a person who experiences anxiety while speaking to a large group
of colleagues may attribute the physiological response to a lack of confidence in public
speaking. The next time the person speaks to a large group, feelings of anxiety return and
feelings of self-efficacy decrease. While vicarious learning, social persuasion, and
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physiological responses contribute to self-efficacy, personal accomplishments are
considered the most influential sources of self-efficacy (Lent et aI., 1994). According to
Betz (2004), "the effects of self-efficacy on persistence are essential for long-term pursuit
of one's goals in the face of obstacles, occasional failures, and dissuading messages from
the environment" (p. 342). Eccles (1994) also suggested achievement-related decisions
(e.g., seeking advancement in an organization) have immediate and long-term
psychological and social consequences. Understanding the role of self-efficacy in career
choices is important because it underscores the complex social realities between an
individual and his/her contextual environment.

Contextual factors. Contextual factors are perceived barriers and supports
within a given environment (Astin, 1984; Kanter, 1977; Lent et aI., 1994). Contextual
factors are influenced by personal behavioral actions and consequences resulting in a
"dynamic, constantly evolving person environment interaction" (Richie et aI., 1997, p.
137). Real or perceived contextual factors are comprised of structural (e.g., gender role
stereotyping, opportunity for promotion and advancement, discriminatory hiring
practices, organizational policies inhibiting work/life balance) and social determinants
(e.g., networking, mentoring/role modeling, work-life balance; Astin, 1984; Kanter,
1977; Lent et aI., 1994). Structural and social-relational determinants may influence selfefficacy, outcome expectations, and career goals (Lent et aI., 1994). In the following
section, structural and social determinants are discussed separately. It is important,
however, to consider the contextual factors as related given their perceived influence on
personal factors, outcome expectations, and goals.
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Structural. Structural factors within an organizational context include gender
role stereotypes, discriminatory hiring practices, opportunity for promotion and
advancement, and the accumulation of power. In the previous section, gender was
identified as a barrier to women seeking executive level managerial positions (Beatty,
2007; Betz & Fitzgerald, 1987; Duehr & Bono, 2006; Schein, 2001, 2007; Wentling,
1996, 2003). While gender and gender roles are personal factors , research suggests
gender role stereotypes are structural (Astin, 1984; August & Quintero, 2001; Lent et aI.,
1994). Understanding the function of gender role stereotypes (Figure 2) in the context of
an organization is important because gender defines perception of, meaning of, and
response to barriers and supports.

Gender Stereotypes

Homologous
Reproduction

Inability to
Advance to
the Highest
Level

Advancement
and Promotion
Networking &
Mentoring
Limited Skill
Development

Figure 2. Effects of gender roles and gender role stereotypes on the advancement of
female intercollegiate athletic administrators.
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Gender stereotypes incorporate beliefs and perceptions about status, power,
attitudes, and behaviors (Schein, 2001, 2007). Stereotypes reinforce traditional social
roles, which perpetuate perceptions of power and status (Correll, 2004). According to
Schein (2007), "Gender stereotyping of the managerial position fosters bias against
women in managerial selection, placement, promotion, and training decisions" (p. 7).
Therefore, upholding beliefs and perceptions about certain groups of people helps
maintain dominant power structures, which serve to inform men and women about their
own sense of self (Correll, 2004).
Opportunity refers to an individual's career "expectations and future prospects"
(Kanter, 1977, p. 246). It is synonymous with vertical mobility in an organization and
the benefits accompanying professional advancement such as higher salary, status, and
access to resources (Kanter, 1977). The perception of opportunity in an organization has
been shown to increase career aspirations, work commitment, job satisfaction, and
feelings of responsibility for the organization (Astin, 1984; Corby & Stanworth, 2009;
Kanter, 1977; Wentling, 1996,2003). Conversely, the perception of limited opportunities
has the potential to negatively influence career aspirations, commitment, and
responsibility to the organization (Astin, 1984; Kanter, 1977; Wentling, 1996,2003).
Wentling (2003), however, discovered that despite the perception of limited advancement
opportunities, women still aspired to top-level management positions. Why, then, are
women underrepresented in top-level managerial positions?
In a male-dominated organizational structure, men perceive higher levels of
opportunity and possess much of the power because of their majority representation in
senior management positions (Beatty, 2007; Kanter, 1977). As such male managers
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"guard power and privilege for those who fit in, for those who they see as their kind"
(Kanter, p. 48). That is, managers are more likely to hire and share power with
individuals they perceive as similar to themselves (Beatty, 2007; Davey, 2008; Kanter,
1977). This process, known as homologous reproduction, is the product of opportunity,
power, and proportion (Kanter, 1977). The repercussions of homologous reproduction in
a male-dominated environment may include: lower proportions of women in management
positions, fewer female role models, the perpetuation of gender stereotypes, and
occupational sex segregation. Duehr and Bono (2006) acknowledged gender stereotypes
as a "subtle yet powerful" barrier to women's professional advancement. The application
of gender role stereotypes may result in occupational sex segregation based on perceived
of characteristics of gender (Betz, 2006).
Occupational sex segregation is an organizational process that slows the career
development of women (Maume, 1999). Bielby and Baron (1986) suggested, "sex
segregation is built into the hierarchy of organizational positions and is sustained by sex
stereotypes and work-place social relations" (p. 761). Furthermore, it prevents women
from accumulating social capital- skills, networks, and organizational knowledge - and
stifles professional growth. Kanter (1977) argued that when women do not have access
to informal networks, which offer organization-specific knowledge, women's chances of
promotion decrease. In male-dominated professions, women often occupy lower
positions in the organizational hierarchy (e.g., support staff, low-level managers; Beatty,
2007; Kanter, 1977), which may preclude them from gaining the skills necessary for
advancement. Furthermore, women are not present at the level of strategic planning they
are not in a position to discuss issues such as resource allocation, gender equity, or
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organizational policies that may directly affect their position as women in the
organization (Burke, 2007; Gatrell & Cooper, 2007; Gregory, 2009).
When women are not represented in top managerial positions in an organization,
they are limited in the amount of power they can accumulate (Kanter, 1977). Kanter
defined power as the ability to access the resources necessary to complete tasks and meet
organizational and professional goals. Status and power are influenced by the behaviors
and attitudes of members of a group or society organized around a dominant social theme
(Sartore & Cunningham, 20(7). Sartore and Cunningham suggested status is gendered
and often favors men in sport, education, business, and science because these
professional and academic fields are traditionally male dominated. If status is gendered
and often favors men, is it possible for women to accumulate power?
According to Kanter (1977), power can be accumulated through performancerelated activities, which must be extraordinary and visible (Kanter, 1977). Extraordinary
activities may include being a "pioneer" (e.g., the first person in a position), successful
risk-taking, and leading organizational change. For women in leadership positions,
extraordinary activities are inherently risky because such activities require enhanced
visibility.
In a male-dominated profession, visibility is a double-edged sword as it has the
potential to result in criticism or praise (Corby & Stanworth, 2009; Richie et aI. 1997;
Whitmarsh et aI., 2007). Women are highly visible because there are so few in high-level
managerial positions. As a result, women in senior management positions may feel
pressure to "prove" their abilities to colleagues (Richie et aI., 1997; Whitmarsh et aI.,
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2007). Women in managerial positions are also expected to serve as mentors and role
models to women in lower positions in the organization (Richie et ai. 1997; White, 1995).
Participants in a study by Andrew et ai. (1990) offered that the small number of
women in management was the greatest obstacle because there are fewer women in
management as advocates and role models for other more junior women who aspire to be
managers. Moreover, women in this study advised that the proportion of women in
management could be changed, but an increase would require attitudinal changes of
colleagues (Andrew et aI., 1990).
An attitudinal shift would require first a shift in the culture and socialization of
employees in an organization (Ely, 1995; Ely & Meyerson, 2000) followed by structural
changes to organizational policies and practices or even leadership structures (Andrew et
aI., 1990). Studies (Catalyst 20lO; Konrad, 2007) suggested that increasing the
proportion of women in lower levels of management would eventually lead to more
women in senior and executive levels of management. This suggestion implies more
gender parity in an organization would result in a shift of opportunity and power. This
perspective, however, fails to consider the deeply embedded social construction of gender
as it pertains to the proportion of gender in an organization. In a study on women's social
constructions of gender identity at work, Ely (1995) argued that increasing the numbers
of women in organizations to reach gender parity has been ineffective to achieving equity
and desired developmental outcomes for women because little attention has been paid to
where, how, and why inequities occur in an organizational hierarchy.
Ely (1995) discovered that women working in male-dominated law firms were
perceived as less valuable than men in the firm and were less likely to achieve success
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(e.g., arguing at trial, making partner) in the firm. As a result, many women attempted to
adopt masculine characteristics including aggression, sexism, and task orientation, which
perpetuated the devaluation of women and feminine characteristics. Devaluation of a
particular gender (in this case women) has the potential to bias hiring practices (Beatty,
2007; Ely, 1995; Kanter, 1977). In a study of male and female managers, Phelan, MossRacusin, and Rudman (2008) found that women who adopted agentic characteristics were
perceived as competent, but lacked in social skills. Social skills, rather than job
competency, were found to predict hiring decisions (Phelan et aI., 2008). In short, hiring
managers focused on perceived deficits rather than competence to justify hiring
discrimination (Phelan et aI., 2008).
Biased hiring practices limits a woman's opportunity to advance in an
organization, which also results in fewer female role models for young women aspiring to
management positions. These practices also maintain hegemonic structures, which
reinforce the power and privilege afforded to men (Gattrell & Cooper, 2007). Still,
Duehr and Bono (2006) argued, that as the number of women in management increases
and organizations emphasize diversity, barriers to advancement and perceptions of
women in leadership positions are likely to change.
Finally, visibility often requires more time spent at work. For many women, more
time at work means less time with family. Frome, Alfeld, Eccles, and Barber (2006)
suggested that desire for a flexible job and high time demands of an occupation were the
best predictors of women changing their career paths from a male-dominated industry to
one that is more gender-neutral or female-dominated. Conversely, women who did not
desire a flexible job were more likely to remain in a male-dominated profession (Frome
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et aI., 2006). Frome et aI. concluded that women who "leak out" of the pipeline in a
male-dominated industry often do so because formal organizational policies or informal
organizational culture preclude women from maintaining a balance between work and
family. Therefore, women will abandon initial career aspirations to accommodate a
desire to have a family and a career (Frome et aI., 2006).
Women also explained that failure to work long hours would have promotion
ramifications (Corby & Stanworth, 2009). That is, if women did not put in long hours on
the job, they would not be considered for higher-level managerial positions, which would
then affect their visibility in the organization. On the other hand, several women
explained, "failure to be promoted was a price worth paying for not working excessively
long hours" (Corby & Stanworth, 2009, p. 173).
According to Kanter (1977), when people perceive few structural opportunities,
they find satisfaction through connections with others. Women, in particular, rely on a
variety of social relationships to support their career development (Betz, 2006; O'Neil &
Bilimoria, 2005). Social relationships can provide support for women or can serve as
barriers to their career advancement.

Social-relational. Social-relational factors are important to men and women, yet
each sex defines the social relation component differently (Forrest & Mikolaitis, 1986).
For example, men tend to be more objective and are likely to differentiate themselves
from other based on abilities and attributes (e.g., intelligence, logic, competitive).
Women, on the other hand, are more subjective in their definition of the social-relational
component. That is, women "reflect their sense of identity primarily in terms of their
relation to others" (Forrest & Mikolaitis, p. 79). In the context of career development,
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social-relational factors include networking, mentoring/role modeling, collegial
relationships, and the support of family members. Gender role stereotypes also affect
social relationships. Social constructions of gender have contributed to the patriarchal
structure of organizations and have often defined the nature of social interactions in the
workplace (Beatty, 2007).
Initially, Betz and Fitzgerald (1987) contended that women in male-dominated
professions were not likely to have sufficient numbers to develop a significant peer
group. Women, however, have shown the capacity to build networks of their own (Corby
& Stanworth, 2009; Ely & Meyerson, 2000; Whitmarsh et aI., 2007). Further, women

may accumulate power through informal networks (Kanter, 1977; Shaw, 2006). Informal
networks are an important source of organizational knowledge through which trust,
reciprocity, information, and cooperation can be cultivated (Kanter, 1977; Gregory, 2009;
Kumra & Vinnicombe, 2010; Wentling, 1996,2003). Access and participation in
networks may help women gain access to organizational and industry resources
(Wentling, 2003), which also contributes to the accumulation of power.
Ely and Meyerson (2000) cautioned against gendered networks because they can
be divisive to an organization. Gaining access to networks, however, is difficult for
"outsiders" such as women (Betz & Fitzgerald, 1987; Ehrhart & Sandler, 1987; Kanter,
1977; Russell, 2006). According to Brass (1985), "because men have historically
dominated high-level hierarchical positions, women are less likely to be included in these
informal, high-level interactions" (p. 329).
When women have limited access to informal networks or choose not to
participate, they may be less likely to find out about positions that might enhance their
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skills and professional competencies (Gregory, 2009). Organizational knowledge
includes understanding formal and information practices, organizational politics, and
identifying individuals with power, which is important to achieving influence and power
(Gregory, 2009; Kanter, 1977; Kurnra & Vinnicombe, 2010).
Without power in an organization, women are not included in important
organizational decisions (Shaw, 2006). Such collaboration offers women (and men)
opportunities for professional skill development (Gregory, 2009). Exclusionary networks
preclude women from the benefits of collaboration with men (Grappendorf & Henderson,
2008). If women are denied opportunities to develop professional competencies and
credibility, they are also denied opportunities for advancement (Grappendorf &
Henderson, 2008; Kanter, 1977). When women do not advance to senior management
positions, it perpetuates gender stereotypes that women are not qualified for or capable of
leading organizations (Hopkins & O'Neil, 2007). Finally, the underrepresentation of
women in leadership positions negatively affects perceptions of opportunity for other
women (Gatrell & Cooper, 2007; Kanter, 1977).
In addition to networks, building a relationship with a mentor is another way for
women to accumulate power and reduce the impact of contextual barriers. Kanter (1977)
suggested that the primary function of a mentor was "to make introductions or train a
young person to move effectively through the system" (p. 181). Kram (1983) suggested
that mentors provide two distinct but related functions to their proteges - career and
psychological. Career functions prepare the protege for career advancement and may
include career advice, access to networks, and professional protection. Psychological
functions include building a protege's self-confidence, sense of competence, acceptance,
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and friendship. In sum, mentors help women navigate social, cultural, and structural
barriers in an organization (Cullen & Luna, 1993; Eby & Allen, 2004; Kanter, 1977).
Male mentors were more likely to provide career mentoring to women, while female
mentors were more likely to provide psychological mentoring (Cullen & Luna, 1993).
O'Neil et ai. (2004) suggested seeking career guidance could result in rapid career
advancement and development for women. Cullen and Luna (1993) explored mentoring
and its limitations in higher education. Female mentors in the study identified several
opportunities for proteges to "get ahead" including promoting sponsorship, coaching the
protege, limited protection, exposure to different and challenging work, role-modeling,
and counseling. The mentors in the study also identified barriers to mentoring including
(a) the limited number of women in high managerial positions available to mentor
women lower positions, (b) time limitations of female mentors due to work roles and
responsibilities, (c) and "Queen Bee Syndrome" (Cullen & Luna, 1993)
Often women in upper management are over-burdened with the perceived
expectations and responsibilities of mentoring younger females (Cullen & Luna, 1993;
Richie et aI., 1997). Cullen and Luna (1993) also found that women in high levels of
management may not be willing to mentor young female professionals due to "Queen
Bee" syndrome. Queen Bee syndrome was described as a woman's general
unwillingness to help other women out of jealousy or resentment. Moreover, because
networks are limited to women and women are underrepresented in executive levels of
organizational structures, finding a female mentor is difficult (Corby & Stanworth, 2009;
Richie et aI., 1997; Wentling, 1996,2003; Whitmarsh et aI., 2007).
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While networking and mentoring relationships are important supports to women
in the workplace, relationships with family and friends are just as important (Whitmarsh
et aI., 2007). Whitmarsh et ai. found that women in male-dominated industries and
occupations stressed the importance of support from a spouse or significant other.
Women in a study by Richie et ai. (1997) discussed the importance of maintaining
"interconnectedness" - access to social support and balance between life and work.
Participants in studies by Corby and Stanworth (2009), Guillaume and Pochic (2009),
Richie et aI. (1997) and White (1995) also discussed the importance of spousal support in
home and family responsibilities and in career guidance.
Supportive relationships and work-life balance are critical career supports for
women (Richie et al., 1997; Wentling et aI., 1996,2003; White, 1995; Whitmarsh et al.,
2007) especially when familial relationships and careers are central to women's lives
(O'Neil et aI., 2008). O'Neil et aI. suggested that these social-relational supports
represent an interesting paradox in the work lives of women in that "organizational
realities demand the separation of career and life" (p. 730).

It is useful to think of the career development theories and opportunity structures
discussed in this section as interpretive frameworks for understanding (a) what career
decisions people make, (b) why such decisions are made, and (c) how those decisions
affect career expectations and goals. Each personal and contextual factor - singular or
combined - has the potential to influence career development, expectations, and goals
(Astin, 1984; Betz, 2004; Coogan & Chen, 2007; Lent et aI., 1994). The exploration of
personal and contextual factors as they pertain to career development, career
expectations, and career goals is particularly important for women. Women encounter
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issues not ordinarily faced by men as women balance family, social, and work
expectations (Astin, 1984; Betz & Fitzgerald, 1987; Coogan & Chen, 2007; Farmer,
1976; Gottfredson, 1996; Richie et aI., 1997).
Career construction theory (Savickas, 2005) and SCCT (Lent et aI., 1994, 2000)
emphasize the role of personal and contextual factors in career development, but also
acknowledge the role of human agency and choice. While the choices of women may be
constrained (Eccles, 1994) by personal and contextual factors, women still have a choice
in how opportunity structures affect career expectations and goals (Fagenson, 1990).
While there are more women in the workforce, the proportion of women at senior
and executive levels of management remains low (Catalyst, 2010). Women pursuing
careers in intercollegiate athletics do not appear to be an exception (NCAA, 2010). More
women are working in intercollegiate athletic than ever before (Acosta & Carpenter,
2010), yet the representation of women in senior and executive levels of management is
declining (Acosta & Carpenter, 2010; Lapchick, 2010). If more women are working in
sport, why are they absent from executive levels of management? What is happening
during a woman's career development that could be perceived as a professional plateau?
Does the structure and culture of intercollegiate athletics preclude women from
advancing professionally? Or are women in intercollegiate athletics exercising personal
choice in their career development, expectations, and goals?
Summary
Much of the literature on women in intercollegiate athletics has focused on
women who have "made it to the top" (Grappendorf et aI., 2008; Grappendorf & Lough,
2006; Whisenant et aI., 2002). Women in these studies identified barriers they
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encountered and somehow overcame to achieve Athletic Director positions. What is less
clear is how the women employed coping mechanisms to negotiate barriers and supports.
Moreover, the findings of these studies and the advice forwarded by current female
Athletic Directors implicitly assumes women want to attain executive levels of
management. What these studies fail to consider, however, is that barriers and supports
may be a function of managerial rank (Russell, 2006). In other words, studies on women
in intercollegiate athletics have yet to focus on the career experiences of women in the
"pipeline." More research is required to understand the career expectations, aspirations,
and outcomes of women in senior-level management positions. Furthermore, it is
important to examine what barriers and supports exist, as well as how and why barriers
and supports affect the career development of women in intercollegiate athletics.
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CHAPTER III

METHODOLOGY
To date, few studies have examined women's career development, career
expectations, and career goals in senior-level (i.e., assistant and associate athletic
director) intercollegiate athletics positions. The roles of assistant and associate athletic
director have been identified as positions in the "pipeline" to an executive position such
as Athletic Director (Grappendorf et aI., 2004; Lapchick, 2010). Given the
underrepresentation of women in executive-level positions in intercollegiate athletics and
the concern that women may experience difficulty accessing those positions (Bruening et
aI., 2008; Burton et aI., 2011; Grappendorf et aI., 2004; Inglis et aI., 1996; Moore et aI.,
2000; Sagas & Cunningham, 2004a; Whisenant et aI., 2002), there is a growing need to
understand the career experiences of women in senior-level management positions in
intercollegiate athletics. Such an understanding may provide insight into how and why
experiences at the senior level influence decisions to pursue executive positions.
Therefore, the purpose of this study was to explore the career experiences of female
senior managers in intercollegiate athletics.
An overarching research question was developed to guide this study: What are the
career experiences and expectations of women in senior level management positions in
NCAA Division I intercollegiate athletic departments? Additional research questions
guiding this study addressed:
1) What factors do participants perceive as supports to their career development?
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2) What factors do participants perceive as barriers to their career development?
3) How do participants negotiate supports and barriers?
4) In what ways do participants' perceptions of supports and barriers influence their
career outcome expectations?
5) In what ways' do participants' perceptions of supports and barriers influence their
career goals?
6) What coping strategies do participants employ to reconcile potential differences
between career aspirations and career realities?
This chapter describes the study's research methodology and includes discussions
on the following areas: (a) rationale for study design and approach, (b) description of
research sample, (c) methods of data collection, (d) analysis and synthesis of data, (e)
ethical considerations, (f) issues of trustworthiness, and (g) limitations of the study. The
chapter concludes with a brief summary.
Study Design
This study utilized a qualitative design to explore the career experiences,
expectations, and goals of women in senior level management positions in intercollegiate
athletics. A qualitative design was appropriate for this study for a number of reasons.
First, qualitative designs are naturalistic, which means data are collected in a real-world
environment where a phenomenon occurs (Patton, 2002). Patton suggested naturalistic
inquiry allows the phenomenon to unfold naturally without a predetermined course,
laboratory control, or manipulated variable (Patton).
Second, qualitative research assumes that the social world is holistic and complex
(Creswell, 2007; Marshall & Rossman, 2011). Thus, a qualitative design is useful in for
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"documenting how structures shape individual experiences, and also how individuals
create, change, or penetrate the structure that exists" (Glesne, 2011, p. 39). For instance,
researchers have measured career development quantitatively through the administration
of aptitude tests and assessments of personality, interests, abilities, and values to help
individuals identify the appropriate career fit (Dawis, 2005; Holland, 1997). As research
in career development has evolved, career theorists (Lent, et ai., 1994; Savickas, 2002)
suggested using a qualitative approach to identify and understand the dynamic of cultural
and social contexts including race, gender, education, organizational structure, and social
relationships that influence personal preferences in career choice and, ultimately, career
development. This study explored the manner in which barriers and supports influenced
career expectations and career goals. Therefore, a qualitative design offered an
appropriate framework for capturing the complexity of the career experiences from the
perspective of women in intercollegiate athletics.
Third, a qualitative design also provides framework for the interpretation of the
meaning of lived experiences (Creswell, 2007) and how experiences guide actions and
interactions (Marshall & Rossman, 2011; McCracken, 1988). As such, a qualitative
design allowed for more in-depth understanding of career experiences, including how and
why certain experiences affect career decisions, expectations, and outcomes (Lent et ai.,
1994; Savickas, 2005). Marshall and Rossman (2011, p. 148) explained qualitative
designs focus on the "deep lived meanings that events have for individuals, assuming that
these meanings guide actions and interactions." Participants discussed their experiences,
which will allowed me to capture and describe the participants' perceptions, feelings,
judgments, and meaning-making (Creswell, 2007; Patton, 2002).
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Fourth, career construction theory (Savickas, 2005) and SCCT (Lent et aI., 1994,
2000) are interpretive rather than predictive in nature. Thus, using a qualitative design
allowed me to understand and interpret the meanings of career experiences, as well as
how and why certain experiences may affect career expectations and career goals. This
understanding may provide insight as to why women are not better represented in
executive positions.
Finally, a qualitative design was particularly suited to exploring the career
development of women in intercollegiate athletics because it encouraged women to tell
their own stories (Patton & McMahon, 2006). Research has shown that offering women
an opportunity to voice their experiences is particularly important for those working in a
male-dominated environment (Creswell, 2007; Gallos, 1993; Hums & Sutton, 1999).
Other qualitative studies on the career experiences of women in sport management
include women's perceptions of their careers in parks and recreation (Smith, Santucci,
Xu, Cox & Henderson, 2012), the work-life balance of female coaches (Dixon &
Bruening, 2007), the multiple realities of women's work experiences in coaching and
athletic management (Inglis, et aI., 2000), and the experiences of female coaches in a
male-dominated work place (Walker & Bopp, 2011).

Participant Sample
The population for this study included women in senior-level management
positions in intercollegiate athletics at NCAA Division I member institutions that are also
members of the National Association of Collegiate Women Athletic Administrators
(NACWAA). Given the concern by many scholars that women are underrepresented in
leadership positions at NCAA Division I institutions, it is important to sample women
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from colleges and universities in Division I to better understand their career experiences
and perceptions in the context of career expectations and goals. Several studies in sport
management research have selected samples of female Athletic Directors (Grappendorf &
Lough, 2006; Grappendorf et aI., 2004; Grappendorf et aI., 2008), but only a few have
focused on women in senior levels of administration (Hoffman, 2010; Tiell & Dixon,
2008). Other research suggests that achieving the position of Athletic Director is not a
career goal for women in intercollegiate athletic administration (Grappendorf et aI., 2004;
Sagas & Cunningham, 2004b).
The sampling frame included senior-level female administrators working at
NCAA member institutions in Kentucky, Ohio, or Indiana. I selected this regional
sampling frame because it allowed me to interview the majority (10) of participants faceto-face. Face-to-face interaction is important when conducting a qualitative study,
particularly when interviews are the primary source of data (Seidman, 2006). Although
the experiences of senior-level female managers could vary depending on geographic
location, this regional study included a sample from senior-level female managers in
Kentucky, Ohio, and Indiana. This region was also selected because of its abundance of
colleges and universities representing NCAA Division I. More specifically, there are 31
Division I schools (NACDA, 2011). Of these institutions, 21 are member institutions of
NACWAA.
Face-to-face interviews provided the best setting for me to assess a participant's
social cues such as body language and tone of voice (Opdenakker, 2006). I interviewed
the remaining five participants over the phone to accommodate the work and travel
schedules of participants. While phone interviews reduced my ability to assess social
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cues such as body language, I had the ability to listen to tone of voice (Opdenakker,
2006).
I selected NACW AA members to participate in this study because women may
benefit from the professional development opportunities NACW AA provides.
NACW AA consists of approximately 1,800 members from all NCAA. It is the largest
professional organization dedicated specifically to the advancement of women in
intercollegiate athletics (NACWAA, 2011). NACWAA provides "educational programs,
networking and mentoring experiences, resources and professional and personal
development opportunities to its members" (NACWAA, para. 3,2011) and "promotes
the growth, leadership, success, and advancement of women as athletics administrators,
professional staff, coaches and student-athletes" (NACW AA, para. 3).
I acknowledge, however, that a participant's affiliation with NACW AA may also
be a limitation to this study because members have access to a network and mentors.
Studies suggest that women who actively engage in networks and mentoring
opportunities may be more likely to ascend through an organizational hierarchy (Andrew
et aI., 1990; Bower, 2008; Burke, 2007; Powell & Graves, 2003; Ritchie et aI., 1997;
Schein, 2001, 2007; White, 1995). Conversely, association with NACWAA does not
mean that women seek professional advancement or participate in career development
programmmg.
I selected participants for this study using purposeful sampling. Purposeful
sampling is the intentional selection of information-rich cases (Patton, 2002). According
to Patton, "information-rich cases are those from which one can learn a great deal about
issues of central importance to the purpose of the research" (p. 46). While there are
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several strategies for obtaining a sample, this study used a combination of criterion and
stratified sampling. Combination sampling was beneficial for this study because it (a)
enhanced trustworthiness, (b) aided in the triangulation of data and sources, and (c)
offered flexibility to sample selection (Patton, 2002).
Criterion sampling means that each person meets a specific condition required for
participation in the study (Miles & Huberman, 1994). Creswell (2007) and Marshall and
Rossman (2011) also recommended criterion sampling because the qualitative design
requires participation from individuals who have worked in similar environments.
Further, the use of sampling criteria aids in the trustworthiness of the study (Miles &
Huberman, 1994).
The criteria for selection of participants in this study were:
•

Female,

•

Currently employed as an assistant or associate athletic at an NCAA Division
I institution,

•

Member of NACW AA, and

•

At least 30 years of age.

O'Neil and Bilimoria (2005) suggested using age as a primary sampling criterion
to explore the life course of women's careers. In addition, women who are 30 years of
age or older are considered to be in the "establishment" stage of career construction
(Savickas,2002). Women at this stage have encountered a range of "choice points"
(O'Neil & Bilimoria, 2005) in occupational development (e.g., changing jobs, promotion
and advancement) and life development (e.g., starting a family, moving closer to aging
parent). Thus, it is likely that women at this age and in this stage of career construction,
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women will be able to articulate experiences contributing to their respective career
decisions as they pertain to barriers and supports, career expectations, and goals.
Cross-referencing NCAA member institutions with NACW AA-member
institutions (M. Riggs, personal communication, September 21, 2011) yielded a potential
sample of 41 senior-level female managers at NCAA Division I institutions. I obtained
contact information for each potential participant through the National Directory of
College Athletics (NACDA, 2011) and through respective intercollegiate athletic
department websites. I contacted and recruited all members of the potential sample via
email (Appendix B) in November 2011. I also attached a more in-depth recruitment
letter (Appendix A) to the email for participants to reference. I sent a follow-up email
invitation one week later to participants who did not respond. Finally, three weeks after
the initial invitation, I sent another follow-up invitation to potential participants who had
yet to respond. Five women declined participation, 21 did not respond to the invitation to
participate. Fifteen women agreed to participate in this study.

Sample Size
Data collected from the sample ensured research questions were answered and the
data collected were credible (Patton, 2002). Guba and Lincoln (1985) recommended
sample selection to the point of redundancy, or saturation. Saturation is the degree to
which no "additional data are being found" (Glaser & Strauss, 1967, p. 61). Seidman
(2006) also suggested sampling sufficiency. Sufficiency requires the researcher to collect
enough data from a range of individuals such that individuals outside the sample can
connect to the experiences of the participants in the study (Seidman, 2006). Sufficiency
also enhances the trustworthiness of the study.
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To reach saturation and sampling sufficiency in a qualitative design, Ritchie,
Lewis, and Elam (2003) suggested an appropriate sample size of less than 50, while
Creswell (2007) recommended between 20 and 30 participant interviews. Green and
Thorogood (2004) stated, "the experience of most qualitative researchers is that in
interview studies little 'new' comes out of transcripts after you have interviewed 20 or so
people" (p. 120). Some of the qualitative studies in sport management have included
sample sizes between five and 50 participants (Bower, 2008; Bruening & Dixon, 2007;
Grappendorf & Lough, 2006; Smith et al. 2012). In this study, I reached saturation after
interviews with 15 participants.
Access and Entry
Permission to conduct a study on human subjects was obtained through the
Institutional Review Board (IRB) at the University of Louisville in October 2011.
Following IRB approval, I contacted qualified participants via email in November 2011
to schedule an interview.
Ethical issues as they pertain to the protecting participants are of paramount
concern (Marshall & Rossman, 2011; Patton, 2002). In order to ensure the protection of
participants, I first considered my role in the study. Researchers can assume multiple
roles when conducting a study including exploiter, intervener/reformer, advocate, and
friend (Glesne, 2011). In this study, I was perceived as a professional colleague given
my previous experience in the field and as a member of NACW AA for approximately
four years. I acknowledge this type of relationship with a participant may present ethical
dilemmas including a participant's willingness to share information about her career and
personal life that she may not share with someone other than a colleague. My role as a
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professional colleague was beneficial in that it seemed to inspire a relationship of trust,
care, and advocacy for participants in the study.
Participants in this study were required to give informed consent. Through
informed consent, I ensured participants were made aware of the following: (a)
participation in the study was voluntary, (b) potential risks of participation in the study,
and (c) withdraw from the study at any time. In addition, I took several steps to ensure
the protection and rights of the participants.
First, women willing to participate in the study were asked to sign a written
informed consent form. Participants interviewed over the phone receive the informed
consent and study material via email. At the time of the phone interview, I reviewed
informed consent materials with the participant. Participants who consented to
participate returned their signed informed consent via email or fax.
Second, to maintain confidentiality, I assigned each participant a pseudonym to
which they are referred in the results of this study. In addition, I notified participants that
identifying information such as conference affiliation, state, or race would not be directly
linked to their participation in this study. Third, I informed participants about how the
data would be handled, stored, and disseminated. Finally, I discussed measures taken to
ensure the secure storage of research related documents such as interview transcripts,
resumes, or job descriptions with participants. I stored participant files in a filing cabinet
in my home office. I stored electronic transcripts of interviews and other electronic
correspondence with participants on a password-protected computer.
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Data Collection
In qualitative studies, multiple sources of data are typically collected (Creswell,
2007). Data collection from multiple sources provides a more holistic account of the
problem or issue being studied (Creswell, 2007; Glesne, 2011; Marshall & Rossman,
2011). Collecting data from multiple sources aids in the triangulation of data.
Triangulation "is the act of bringing more than one source of data to bear on a single
point" (Marshall & Rossman, 2011). A data source may include an interview, a
document, or an observation.
Before conducting interviews with the sample for this study, I performed a pilot
study with a female associate athletic director at an NCAA Division I school in the
Northeast. I adjusted the order of the interview protocol (Appendix D), wording of
questions, and collection of job responsibilities based on the results of the pilot study.
For example, rather than having participants write descriptions of their current positions,
I asked them to describe their most important job responsibilities during the interview.
Fifteen senior-level female administrators in NCAA Division I intercollegiate
athletic departments participated in this study. I collected resumes from each participant
before the interview to examine career paths and job responsibilities. When available, I
also accessed their professional biographies from the staff directories of their respective
department websites. Finally, I asked each participant to describe the day-to-day
responsibilities of her job as well as what she perceived to be her most important job
responsibilities.
I conducted formal, semi-structured interviews with each participant. Ten
interviews were in-person, five interviews were over the phone due to travel schedules of
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the participants. Formal, semi-structured interviews require topics and issues to be
determined before the interview occurs (Patton, 2002). Therefore, I conducted the
interviews using an interview guide (Appendix D). The interview guide approach has
several strengths. First, an interview guide increases the comprehensiveness of the data
collected (Patton, 2002). Second, I could anticipate gaps in data and adjust interview
questions to close the gap (Patton, 2002; Seidman, 2006). Finally, the semi-structured
approach allows for a conversational-style interview, while ensuring the systematic
collection of data (Patton, 2002). The use of an interview guide also has limitations.
According to Patton, "interviewer flexibility in sequencing and wording questions can
result in substantially different responses from different perspectives, thus reducing the
comparability of responses" (p. 349). To mitigate this weakness, I wrote field notes
during the interview so that I could ask questions for clarification later in the interview or
in a follow-up interview, when necessary.
Derived from the literature, the open-ended interview questions address five main
areas: (a) career path, (b) perceptions of career supports and barriers in career
development, (c) adjustment strategies in career development, (d) career expectations and
goals, and (e) advice to other women as they enter and progress through early career
stages in sport management. Some of the issues each participant were asked to address
included:
•

Appeal of work in college athletics

•

Previous experiences working in college athletics

•

Career expectations, aspirations, and goals

•

Career coping strategies in career decision-making.
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Interviews lasted 60 to 80 minutes. All interviews were digitally recorded. Follow-up
interviews were necessary with three participants. Those interviews lasted no longer than
15 minutes and were not digitally recorded. A third party transcribed the interviews.
Transcript length ranged from 19 to 31 single spaced pages.
Data Organization
I created files for each participant in the study. Files will included a contact
summary form (Miles & Huberman, 1994), field notes collected during and written after
the interview, participant documents (i.e., resume, signed informed consent), and an
interview transcript. I recorded dates, times, and locations on field notes, documents, and
interview transcripts. Understanding when and where certain information was obtained
provides a more holistic picture of the observation experience for a particular field
session. In addition, organization of data allowed for more efficient data analysis and
enhanced the trustworthiness of the study (Miles & Huberman, 1994).
Data Analysis
Data collected from the women participating in this study resulted in several
hundred pages of interview transcription, resumes, job descriptions, field notes, analytic
memos, and reflexive journaling. Therefore, data reduction was critical to analysis and
interpretation (Wolcott, 1994). According to Miles and Huberman (1994), data reduction
focuses, sharpens, and organizes data so that conclusions can be drawn and verified.
Contact summary forms, field notes, and interview transcripts were compared within and
between participants following their respective interviews.
At the conclusion of each interview and upon receipt of transcripts, I studied the
results and engaged in constant comparative analysis (Glaser & Strauss, 1967) to
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generate and/or understand relationships between barriers and supports, life themes,
career expectations and career goals. Constant comparative analysis is a method of
analyzing and organizing data into codes and emergent themes in four stages (Glaser &
Strauss, 1967):
(1) comparing incidents applicable to each category;
(2) integrating categories and their properties;
(3) delimiting the theory; and,
(4) writing the theory. (p. 105).
The purpose of this study was not to generate theory. The experiences and
themes derived from the data, however, served to inform theory on women's career
development. I also examined interview transcripts, resumes, and field notes for
emerging categories (Glaser & Strauss, 1967). Codes and themes changed with each new
interview and collected document. As codes emerge and change, I added or removed
codes on a working code list. Following the final interview, I examined codes for
overarching patterns and themes (Glaser & Strauss, 1967).
Coding
As suggested by qualitative researchers (Glaser & Strauss, 1967; Miles &
Huberman, 1994; Patton, 2002), data analysis began immediately following the first
interview. I reviewed field notes, transcripts, and documents to determine if a follow-up
interview with the participant is necessary. At the end of each interview, I drew maps of
participant career paths and noted important career and personal transition points.
Data was coded deductively and inductively to generate common patterns from
the data (Cunningham et aI., 2007; Dixon & Bruening, 2007; Marshall & Rossman, 2011;
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Miles & Huberman, 1994). Saldana (2009) defines a code as "a word or short phrase that
symbolically assigns a summative, salient, essence-capturing, and/or evocative attribute
for a portion of language-based or visual data" (p. 3). Codes assist the researcher in
understanding the essence of key concepts in the data (Miles & Huberman, 1994;
Saldana, 2009).
Deductive coding stems from themes found in the literature pertaining to women
in management, career experiences, and career development theory. Therefore, a "start
list" (Miles & Huberman, 1994) of codes derived from career construction theory, social
cognitive career theory (SCCT), and previous research on barriers and supports in
women's career development will be developed to aid in data analysis. Inductive coding
allows themes and patterns to emerge. These patterns are crucial to understanding
complex interactions in the field of study (Creswell, 2008). I added new codes and
themes to the code start list as they emerged. The combination of deductive and
inductive coding allowed for the emergence of career barriers, facilitators, and
adjustment strategies, as well as significant organizational structures and social
relationships influencing career development. In addition, this approach to coding
illuminated new perspectives on the career development of women in intercollegiate
athletics and male-dominated professions.
This study used multiple approaches to coding including attribute, descriptive,
and "in vivo." Attribute coding is the documentation of basic descriptive information
such as participant characteristics and demographics or the time frame of an interview or
acquisition of a document such as time, day, month, or year (Saldana, 2009). I also used
descriptive coding in the analysis of data. According to Saldana, descriptive coding is
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useful when the researcher is attempting to summarize a portion of the transcript text in
to a word or a short phrase. Descriptive coding was particularly helpful when analyzing
interview transcripts in which participants may speak for several minutes resulting in
large blocks of text, often on a particular topic. For instance, several of the participants
in this study offered extensive descriptions of experiences or decisions. Descriptive
coding was useful summarizing the essence of these experiences. The researcher may
also use "in vivo" coding. "In vivo" coding is a word or short phrase "from the actual
language found in the qualitative data of record" (Saldana, p. 74). In other words, "in
vivo" coding literally captures the words and "voice" of the participant.

Trustworthiness
Guba and Lincoln (1985) used the terms credibility, dependability, and
transferability to assess the trustworthiness of a qualitative study. Each component of
trustworthiness is discussed in the next section.

Credibility. Similar to validity in quantitative studies, credibility is concerned
with answering the question, "Has the researcher accurately represented what the
participants think, feel, and do?" (Bloomberg & Volpe, 2008, p. 24). I took several steps
to enhance to credibility of this study. First, I disclosed my position as a former assistant
athletic director at an NCAA Division I institution and member of NACW AA. I also
explained that my experience in that job led to an interest in the career development of
women in sport management, particularly in intercollegiate athletics.
Second, I wrote in a reflective journal (Bloomberg & Volpe, 2008). The purpose
of the journal was to reflect on personal assumptions, reactions to participant experiences,
and notes on future interviews and data analysis (Marshall & Rossman, 2011). The
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journal was also useful in unearthing potential researcher biases. Third, repeated and
sustained time in the field (i.e., 15 interviews) allowed for a more in-depth study of the
career experiences of women in intercollegiate athletics (Marshall & Rossman, 2011).
Fourth, triangulation of multiple sources of data including interviews, resumes, and
personal job descriptions from multiple participants also enhances the credibility of this
study.

Dependability. Dependability is assessed through (a) replication and (b)
reflexivity and external auditing (Glesne, 2011; Marshall & Rossman, 2011). Replication
is the concept that another researcher could replicate the study based on data collection
methods, analysis, and interpretation (Glesne, 2011). Data organization and management
was critical to maintaining study dependability. Thus, I followed the data organization
and management system outlined earlier in this chapter.
Reflexivity and external auditing were also important to enhancing dependability
(Glesne, 2011). Reflexive activity has three parts - self-reflexivity, reflexivity about
those studied, and reflexivity about the audience (Patton, 2002). Through self-reflexivity
I reflected on my own knowledge about intercollegiate athletic administration and the
experiences that shaped my knowledge. Reflexivity about those studied involves gaining
a better understanding of how participants make sense of their careers in intercollegiate
athletics based on their personal and professional experiences. Finally, reflexivity about
the audience involves the consideration of how readers of this study will receive and
interpret the findings.
I also engaged in peer debriefing. Peer-debriefing was useful in the analysis of
data. I shared information and perspectives with dissertation committee members who
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were helpful in asking questions to clarify findings. Additionally, debriefing
conversations helped me consider the data from multiple perspectives, which will also
reduce bias in the coding process.

Transferability. Transferability refers to the ways in which "the study's findings
will be useful to others in similar situations with similar research questions or questions
of practice" (Marshall & Rossman, 2011). Lincoln and Guba (1985) suggested that
transferability can be achieved through "thick description." In thick description, "the
voices, feelings, actions, and meanings of interacting individuals are heard" (Denzin as
cited in Ponterroto, 2006, p. 540). For this study, I attempted to capture the shared
experiences of women in intercollegiate athletics by including applicable quotes from
their transcripts.

Limitations
This study has several limitations. Data collected from the women in this sample
cannot be generalized to all senior-level female managers in NCAA Division I
intercollegiate athletics. While common patterns emerged, some of which are reflected in
other sport management studies, the perspectives shared were unique to the participants
in this study. To address this limitation, I conducted interviews to the point of saturation
(Glaser & Strauss, 1967; Seidman, 2006), and presented findings i'n a manner that
represents the voices, feelings, and actions (Patton, 2002).
This sample involves senior-level female managers who are currently (a)
employed by NCAA member institutions and (b) members of NACW AA. Therefore, the
women in this study may have more sophisticated career adaptation and coping
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mechanisms to negotiate career barriers and supports. A future study may include
women who are not members of NACW AA.
Data collection was limited to one interview, resume, and personal job description
per participant. A follow-up interview was conducted with three participants for
clarification and/or for a more in-depth understanding of an experience. This study
sought to understand the breadth of career experiences and expectations of female seniorlevel managers in intercollegiate athletics. Therefore, Glesne (2011) advised conducting
one-time interviews with more people rather than conducting two or three interviews with
fewer people over a more extended period. Typically, interviews conducted in the
phenomenological tradition occur more than once and over a period of time. Seidman
(2006), however, suggested that researchers could alter the number and structure of
interviews based on the goals of the study. Further, "the governing principle in designing
interviewing projects might well strive for a rational process that is both repeatable and
documentable" (Seidman, p. 22).
The semi-structured interview guide was designed to be holistic. Participants in
this study shared their perceptions of the career environment in intercollegiate athletics
based on their personal experiences. Capturing the nuances of career experiences and the
full scope of decision-making processes, however, was difficult. I used of thick
description, participant quotes, and triangulation of the data to mitigate this limitation.
In qualitative research, the researcher is the instrument. Building rapport with
study participants was important, particularly when interviews are the primary source of
data collection. Considering I chose to limit data collection to an interview and
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document analysis, the communication with the participants before the interview and
during the interview process was critical. To build rapport with the participants, I:
•

Clearly communicated the purpose, timeline, and participant responsibilities (i.e.,
interview, providing requested job description and resume) of the study during the
sample recruitment and selection process;

•

Explained informed consent and how the data would be collected, stored, and
managed;

•

Worked with the participant to schedule an interview at a time that was
convenient her and also within my allotted time frame for data collection
(November 2011 to February 2012);

•

Maintained parameters of confidentiality by assigning a pseudonym to
participants or allowing participants to select their own pseudonym;

•

Expressed gratitude for the participant's willingness to participate in the study at
the time of the interview;

•

Sent a follow-up thank you note to study participants.
Summary
The purpose of this qualitative study was to explore the career experiences of

women in senior-level administration in intercollegiate athletics. I used purposeful
criterion sampling to identify qualified participants in this study. Data collection
consisted of participant interviews and the collection of resumes and personal job
descriptions. For data analysis, I engaged in constant comparative analysis and inductive
and deductive coding strategies. The trustworthiness of this study was assessed on
standards of credibility, dependability, and transferability.
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This study rendered important findings regarding to the career experiences and
expectations of female senior level administrators. Practically speaking, these findings
offer a better understanding of barriers and supports in intercollegiate athletics as they
pertain the career life course. Identifying barriers and supports can help sport
management academics and practitioners prepare women pursuing careers in
intercollegiate athletics for issues they might face, as well as offer suggestions for coping
and/or adjustment strategies while keeping professional expectations and goals in mind.
Moreover, the coping and adjustment strategies discussed by women in this study may
offer guidance to women with established careers in intercollegiate athletics be more
proactive about their career-related decisions. Insights from this study were used to
provide recommendations - to sport management faculty and Athletic Directors - for the
recruitment, retention, and advancement of women in intercollegiate athletics.
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CHAPTER IV
FINDINGS
The roles of assistant and associate athletic director have been identified as
positions in the "pipeline" to an executive position such as an Athletic Director
(Grappendorf et aI., 2004; Lapchick, 2010). Given the underrepresentation of female
Athletic Directors and the concern that women may experience difficulty accessing those
positions (Bruening et aI., 2008; Burton et aI., 2011; Grappendorf et aI., 2004; Inglis et
aI., 1996; Moore et aI., 2000; Sagas & Cunningham, 2004a; Whisenant et aI., 2002), there
is a growing need to understand the career experiences of women in senior-level
management positions in intercollegiate athletics. Such an understanding may provide
insight into how and why experiences at the senior level influence decisions to pursue the
position of Athletic Director (AD). Therefore, this study explored the career experiences
of female senior managers in intercollegiate athletics.
An overarching research question was developed to guide this study: What are the
career experiences and expectations of women in senior level management positions in
NCAA Division I intercollegiate athletics departments? Additional research questions
guiding this study addressed:
1) What factors do participants perceive as supports to their career development?
2) What factors do participants perceive as barriers to their career development?
3) How do participants negotiate supports and barriers?

II 1

4) In what ways do participants' perceptions of supports and barriers influence their
career outcome expectations?
5) In what ways do participants' perceptions of supports and barriers influence their
career goals?
6) What coping strategies do participants employ to reconcile potential differences
between career aspirations and career realities?
Fifteen women meeting the sampling criterion participated in interviews for this
study. Interviews lasted approximately 55 to 85 minutes. Each interview addressed five
main areas, including the participant's (a) career path, (b) perceptions of supports and
barriers in career development, (c) adjustment strategies in career development, (d) career
expectations and goals, and (e) advice to women as they enter and progress through a
career in intercollegiate athletic administration.
This chapter is organized into three sections: (a) participant demographic
information; (b) themes derived from the six research questions; and (c) a summary of the
findings regarding senior-level female administrators in intercollegiate athletics.

Participant Demographics
The following section provides demographic information on the 15 women who
participated in this study. Table 1 provides aggregated data on study participants. The
participants ranged in age from 30 to 61, and their average age was 42. Thirteen
participants (87%) were White and two participants were Black (13%). The sample is
representative of the overall percentages of Whites (88.5%) and Blacks (8.8%) in
Division I intercollegiate athletics (Lapchick, 2011). There were no participants in this
study who identified as Asian, Latina, or Native American. In Division I intercollegiate
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Table 1
Participant Demographics (Aggregated)
Data
30 to 61 years (Avg. 42 years)
Age
13 White, 2 Black
Race
13 Master's degrees or higher
Education
Marital Status 9 married/partnered
7 participants w/ at least one child
Children

athletics, assistant or associate athletic directors who are Asian, Latina, and Native
American comprise 1.8%, 1%, and 0.3% of the population, respectively. Of the 15
participants, nine women were married or partnered and six were single, including one
divorcee. Seven participants had at least one child. Thirteen participants held an
advanced degree. Two participants held Bachelor's degrees only.
Women in this study worked in intercollegiate athletics from two to 27 years and
for an average of 16 years. Table 2 provides aggregated data on participants' careers in
intercollegiate athletics. They averaged 4.3 years in their current title position and

Table 2
Participants' Careers in Intercollegiate Athletics (Aggregated)
Data
Career length (avg.)
16 years
Assistant AD, 11 years
Associate AD, 18 years
Current title (avg.)

4.3 years

Current institutional affiliation

8.8 years

Titles/Salary ranges

Assistant AD (5), $50,000-$90,000
Associate AD (3), $60,000-$100,000+
Sr. Associate AD (7), $70,000-$100,000+

Areas of responsibility

Internal (12)
External (3)

Interest in AD position

Yes (4)
Not sure, but not Division I (3)
No (8)
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averaged 8.8 years at their current institution. Five women were assistant ADs, three
were associate ADs, and seven were senior associate ADs. Six women held the title of
Senior Woman Administrator (SWA). The SWA is the "highest ranking female involved
with the management of the institution's intercollegiate athletic program" (NCAA, 2011,
p. 18). Women at the associate athletic director level (including senior, executive, and
deputy) worked in intercollegiate athletics an average of nearly 18 years. Assistant
athletic directors had been in the field an average of 11 years.
All of the women in this study worked at NCAA Division I institutions, and
represented each of the subdivisions as follows: 11 football bowl subdivision (FBS), one
football championship subdivision (FCS), and three non-football schools. Overall,
salaries for participants ranged between approximately $50,000 to over $100,000. Five
participants earned over $100,000 a year. Assistant AD salaries ranged from
approximately $50,000 to nearly $90,000. Associate AD salaries ranged from
approximately $60,000 to nearly $100,000. Senior associate, executive associate, and
senior deputy ADs earned from $70,000 to over $100,000.
Twelve of the 15 participants had responsibilities in internal operations. Hoffman
(2011) defined internal operations as advising and academics, compliance, event
management, facilities, academic and student services, sport supervision, and supervision
over departments including strength and conditioning and sports medicine. Three
remaining participants worked in external operations with responsibilities in fundraising
and development, marketing and promotions, sports information, budgeting and finance,
ticketing, and media relations (Hoffman). Of the 15, four participants, two of whom
work in external operations, indicated a desire to pursue the position of Athletic Director
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at the NCAA Division I level. Eight women stated definitively they had no interest in
being an Athletic Director at any level, while three would consider the role at NCAA
Division II or Division III institutions.
For six participants, intercollegiate athletic administration was a second career.
Barb and Roberta had coaching careers before entering intercollegiate administration.
Vera, Cindy, and Martha worked in other areas of higher education. Donna was a venue
manager. While the majority of women began their careers in intercollegiate athletics as
academic advisors or in compliance, three (Barb, Roberta, Donna) were hired into
positions at the associate athletic director level or higher at the start of their careers in
intercollegiate athletic administration.
Eleven participants were former college student-athletes or managers for college
teams. Only two women, Barb and Roberta, had career paths similar to individuals in a
study by Fitzgerald et al. (1994), which suggested a normative career path in
intercollegiate athletic administration begins in coaching. The career patterns of thirteen
women in this study were similar to those identified by Grappendorf et aI. (2004). The
study by Grappendorf et al. suggested becoming an assistant or associate athletic director
was a prerequisite for achieving the position of Athletic Director (Grappendorf et aI.) as
opposed to coaching (Fitzgerald et aI., 1994). Given the increasing emphasis on Division
I athletics as a business operation, the change in the ten years between those two studies
is not surprising.
The demographic information provided here presents a simple snapshot of the
participants in this study. It offers an objective understanding of the current
responsibilities, job titles, salaries, and tenures. Demographic information, however,
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does not account for career experiences, expectations, and goals, which have led women
to this point in their careers.

Exploring the Career Development of Senior-Level Female Administrators
This study explored the career experiences and expectations of senior level female
administrators in intercollegiate athletics through the lens of two career development
theories - Career Construction Theory (Savickas, 2002, 2005) and Social Cognitive
Career Theory (SCCT) (Lent et aI., 1994,2000). Career Construction Theory was
designed to understand the decisions and choices individuals make based on the
implementation of vocational personality and career adaptability in response to
perceptions of social realities (Savickas, 2005). SCCT recognizes personal
characteristics, contextual factors, and behavior as interconnected mechanisms
contributing to the career decision-making process. Lent et aI. (1994) identified three
social cognitive constructions - (a) self-efficacy beliefs, (b) outcome expectations, and
(c) career-related goals - as central to understanding career development. SCCT
compliments Career Construction Theory in that it helps build conceptual linkages
between the individual, the context of work, life themes, and perceived supportslbarriers
on career expectations and goals.
The following section is divided into five parts: (a) formation of career interests in
intercollegiate athletics, (b) perceived supports to career, (c) perceived barriers to career,
(d) negotiation of career supports and barrier, and (e) career expectations, goals, and
coping strategies.

I] 6

Formation of Career Interests in Intercollegiate Athletics
To understand more fully the career development of senior level women in
intercollegiate athletic administration, it is important to understand how women in this
study entered the field. Savickas (2005) suggested vocational personality is an integral
component to career development. Vocational personality is "an individual's careerrelated abilities, needs, values, and interests" (Savickas, 2005, p. 47). Vocational
personalities are formed and reinforced by environments outside of work including
socialization through family, educational opportunities, relevant identities (e.g., gender,
race, socio-economic status), and personality characteristics (Astin, 1984; Richie et aI.,
1997; Savickas, 2002). Cunningham et aI. (2005), Lapour and Heppner (2009), and
Miller (1998) also described the influence of early career experiences on the formation of
vocational personality. This section will address how socialization, personality
characteristics, and early career experiences contributed to the vocational personality of
women in this study.

Socialization. In their youth, 14 women in the study participated in recreational
and/or high school sports. One participant, Cindy, was not an active in sports, but
described her family's affinity for the football program at a large Midwestern state
university. She reminisced about wearing school colors and attending football games in
the fall. As mentioned in the demographic section, 11 women who participated in high
school sport went on to participate in college athletics as student-athletes or student
managers for teams including women's basketball and men's wrestling. The four
remaining women who did not actively participate in college sport described "falling in
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love" with the intercollegiate athletic environment and sought opportunities to remain
connected to sport.
Respondents also discussed the involvement and support of family when it came
to watching or participating in sport. Jenny described sport as a part of her family's
"culture." Amanda also discussed sport as a family affair, "I can remember as far back
as I can my family being Kentucky Wildcat fans. I can remember making signs that we
hung in our TV room on game days for Sam Bowie and the 'Twin Towers. '" Tina, one
of five siblings in her family to earn an athletic scholarship, described having sport in her
"blood." Sharing the experience of many, Amanda stated, "Sports have always been
something that's been a part of my life, whether it's playing in it or watching it." In
short, all participants described sport as being "ingrained" in them from an early age
either as a participant or a fan.
Fathers and brothers seemed to playa more central role in participants'
involvement in sport. Barb described the role her brother played in introducing her to
sport, "If we were awake, not doing chores, we were playing whatever sport was in
season. I am actually a highly trained wide receiver. My 10,000 hours of mastery is in
wide reception, and baseball- first baseman - and then basketball." Jenny described her
father as being "invested" in sport. She stated, "When my father would coach a little
league team, we were all involved. Even at that level there is an administrative side to
sport. Whether it's keeping the book or turning in the line up or paying the officials."
When Jenny entered college at her father's alma mater, he helped her get ajob working
in the athletic department.
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Jane originally intended to major in education so she could coach at the high
school level. She described a conversation with her father about her future career in
which he told her, "If you're going to school in education just because you want to be a
coach, that doesn't seem right. Why don't you look into getting into the sports world?"
Growing up in the early 1980s, Tracy explained that she had little access to sport as a
young girl, but her father was the football coach and athletic director at a local high
school. Her initial involvement in sport resulted from his role at the high school. She
learned to score wrestling matches in high school and later served as a student manager
for her college's wrestling team.
Despite the important role sport played for study participants as children and into
young adult life, only two, Judy and Roberta, had initial career goals of working in
intercollegiate athletics. It should be noted, however, many participants discussed a lack
of awareness when it came to considering intercollegiate athletic administration was a
possible career path. For example, Donna learned about sport administration while
searching for Master's programs. Julian began considering intercollegiate athletic
administration at the suggestion of her college athletic director, a man. Initially, Amanda
had aspirations to become a pharmacist. She worked in an outpatient pharmacy as part of
her clinical rotation and quickly tired of "redundant" pharmaceutical work. She recalled
that a male professor encouraged Amanda to consider a career in sport psychology after
she became bored working in an outpatient pharmacy. Barb's college coach, a man,
encouraged her to enter the collegiate coaching profession.
Only two participants described the influence of their mother or another woman
on their involvement in sport or sport as a potential career. For example, Judy's parents,
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both avid golfers, gave her a golf club at the age of eight. Her mother assumed the role
of head golf coach at Judy's high school so the team would not be discontinued.
Eventually, Judy would play golf on scholarship at an NCAA Division I institution.
Roberta's mother was not her basketball coach, but her mother did help coach her in life.
Roberta explained:
I started playing basketball, didn't like it, wasn't that good at it, 9th and 10th grade
really had - I sucked - my mother actually came to one of my games in my 10th
grade year and said, "You know what if you're going to continue to play then
you're either going to get better or we're taking you off the team." Basically, she
said, "You're not going to embarrass the family name."
Roberta went on to play basketball at a Southern NCAA Division I university and, later,
earned a contract to play basketball overseas.
Participation in sport and the support and involvement of family and trusted adults
helped form the many of the participants' initial interest of sport as a potential career
path. Based on participants' accounts, men appeared to have a strong influence over
participants' socialization to sport and sport as a potential career path. Studies have
shown men, particularly fathers and brothers, play have a strong influence on girls
socialization to sport (Dixon, Warner, & Bruening, 2008; Farrell, Fink & Fields, 2011;
Weiss & Barber, 1995) and potential careers. Participants discussed the role of female
supervisors and mentors in their careers, but offered little about the role of women before
entering the field of intercollegiate athletic administration. Socialization, however, is
only one component of the formation of a vocational personality. Career theorists (Astin,
1984; Betz & Fitzgerald, 1987; Lent et aI., 1994; Savickas, 2005) suggested individual
personality characteristics also influence vocational personality and career choice.
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Personality characteristics. While this study did not measure personality
characteristics, several studies (Richie et al., 1997; Wentling, 1996, 2003; White, 1995)
suggest personality is an important component to understanding how career decisions
influence career development. Therefore, I asked participants to describe personal
characteristics that helped them progress to their current positions. When responding to
this request, ten women identified work ethic. Participants defined work ethic as being
visible in the office and at events and displaying a "whatever it takes" mentality. These
women described themselves as "willing to do the dirty work," "worker bees," and "work
horses." Additionally, seven participants discussed their "willingness to learn new
things." Wentling (1996, 2003) found similar personality characteristics in a study on
women in middle management positions in Fortune 500 companies.
Participants also described being passionate about working with student-athletes
and in a college environment. Participants' descriptions of passion and work ethic
suggest a level of commitment and dedication to work, which White (1995) identified as
important attributes for women in executive management positions in male-dominated
industries. Similarly, Grappendorf et al., (2004) also suggested commitment and work
ethic were important for women seeking the position of Athletic Director.
Judy described a conversation with her mother who was upset Judy would not be coming
home for the Christmas holiday. She explained:
My mom is super upset that I'm not coming home for Christmas. I'm like "Mom,
I love my job. I love the fact that I get to go to this bowl game with this football
team and that I'm going to be there, involved and useful. I get to do these things."
And she's like "Yeah, I know. I know. " You sacrifice Christmas at home because
of the things that you like in your job. I'm good with that. I'm okay with that
decision. I can't think of another job, right now, where I would love it as much to
make that same sacrifice.
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Cindy talked about her passion for working with student-athletes and the importance of
commitment:
I think it's really, really important to have a good work ethic .... It's not about
wins and losses, it's not about whether or not I like my athletic director, or not that's pretty bogus. This has to run a lot deeper than that, and you have to really
have a commitment and a passion for making a difference in the lives of student
athletes. You have to be committed to your department if you're going to be in
athletics, and it is what it is. And if you don't want to do this, that's fine - just
don't be an athletic administrator.
Barb discussed that she was "wired" to be passionate about working in intercollegiate
athletics. She said, "It it's my wiring to feel passionately about (college sports) and it's
my wiring to believe in it and then be willing to do whatever it's going to take to get over
the hurdles." The ability to "get over hurdles" also suggested the importance of strategic
planning.
Eleven participants perceived themselves as visionaries and "big picture"
thinkers, while four said they were more comfortable dealing with "minutia."
Participants also described themselves as problem solvers because they perceived the
primary function of their job to be "putting out fires." As a result, some participants
described feeling valued for their contributions to their respective department. They
discussed the importance of strategic planning and observation when making decisions
and communicating decisions to colleagues.
While strategic planning and decision-making are also skills, they require the
ability to relate to others. For example, seven (Jenny, Judy, Roberta, Amanda, Barb,
Vera, and Fritz) participants described the importance of being a "team player" and
collaborative. They also perceived themselves as relationship builders between the
administration and coaches, coaches and student-athletes, and the administration and
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student-athletes. Given her previous experience as a Division I coach, Barb described the
importance of a "system of care" for student-athletes and coaches. She explained her role
as an administrator: "I'm trying to do every single thing I can to put an army around
those (coaches and student-athletes) where you almost can't help but be successful.".
Richie et al. (1997) described the ability to relate to and take care of others personality
attribute as understanding self in relation to others. Self in relation to others is an
important personality attribute that also seemed to act as a career support to women in
this study because it allowed them to build relationships with supervisors, mentors, and
professional networks. These supports are discussed in the section "Perceived Supports
to Career" beginning on page 127.
Despite the fact that the majority of women in this study described a sense of
confidence that they were valuable contributors to their respective departments, displayed
a strong work ethic, and had strong relationships with colleagues, seven participants
attributed career advancement to being "lucky" or "in the right place at the right time."
For example, Martha a former development and major gifts office, described her "jump"
to college athletics, "I was able to go from development to athletics without starting at the
bottom in athletics. And I just tell people, 'I did a good job, and I was lucky. '" This
thought process is an example of an external career locus.
An external career locus suggests that career success is due to chance (O'Neil et
al., 2004) or luck. For example, Judy stated that despite being well-qualified for a
compliance position at a large Midwestern state university she was "just lucky that (she)
fell into the (university) position." Other participants, however, acknowledged their work
ethic, skill set, and reputation aided in their career success. Such self-awareness and
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advocacy is an example of an internal career locus or, "a belief that one is responsible for
one's own career success and in charge of managing one's future career" (O'Neil et aI., p.
478). O'Neil and Bilimoria (2005) suggest a woman's career locus changes over time.
The results of this study present a snap-shot of participants' perspectives on their careers.
Based on the results, however, I cannot conclude if and how career locus changed over
time.

Early career experiences. Studies have indicated that early job or work
experiences give men and women important information about future careers (Lapour &
Heppner, 2009; Stringer & Kerpelman, 2010). This process is known as vocational
anticipatory socialization (Jablin, 2001). Vocational anticipatory socialization includes
the socialization influences about work and industries before the job search process
begins (Jablin, 2001). Thus, the information derived from these experiences can be used
to make decisions about career expectations, and goals. Early experiences may include
volunteer and/or job shadowing opportunities, internships, graduate assistantships, and/or
entry-level positions in an organization.
Before beginning their careers in intercollegiate athletics, the women in this study
expressed varied career aspirations, including becoming a high school teacher and/or
coach (four participants), law (three), medicine (two), intercollegiate athletic
administration (two), accounting (one), architecture (one), athletic training (one), and
business (one). Participants discussed changing career aspirations for several reasons,
but most often changing aspirations due to early career and educational experiences. Of
the four women (Jane, Mary, Cindy, Donna) interested in working in high school, three
wanted to coach. When participants realized they also had to teach in a classroom, their
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career interests began to shift. Donna explained, "I had a really bad student teaching
experience and realized my senior year that I didn't want to be a teacher, so I never went
into the coaching field." Similarly, three women (Fritz, Jenny, Tracy) enrolled in law
school, but only one finished the degree. The other two described experiences in which
summer internships with firms changed their perspectives on law as a career. For
example, Jenny, spent time working for a local attorney before attending law school and
from the experience she explained, "I realized that was not the career path for me."
In terms of sport, three respondents - Amanda, Tracy, and Jane - began their
careers working in professional sport, but decided to pursue other avenues in sport
following unfulfilling work assignments and office environments. Jane described selling
tickets for a Northern single-A minor league baseball team as "pulling teeth." She
described a desire to work in an area with a passionate fan base, which she later found in
college athletic. After a year of attempting to sell season tickets for a losing Midwestern
professional football team and dining at training tables with football players, Amanda
said, "Enough of that!"
Initially, Julian wanted to be an athletic trainer. Her senior year in college, she
had a "quarter-life crisis" and realized athletic training was not a career fit. She spoke
with her father who encouraged her to consider obtaining a Master's in Sport
Administration. While working on her Master's degree, Julian interned in a university
compliance department where she found her professional niche. Tina, Donna, Jenny,
Judy, and Amanda all had similar positive experiences in which internships within
athletic departments helped them clarify career interests in working in college athletics.
Mary, Vera, and Cindy worked with student-athletes and coaches at their respective
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universities despite working in departments outside of athletics. Their experiences also
led them to consider working in an athletic department. In sum, fond memories of sports,
interactions with student-athletes, and/or the support family, friends, and colleagues
spurred participants to pursue careers in intercollegiate athletic administration.
When entering the field intercollegiate athletics in administrative positions,
participants described taking jobs for the sake of learning new skills and earning money.
Four participants had internships with the NCAA. Eight participants interned or held
graduate assistantships in college athletic departments. Two participants (Barb, Roberta)
had coaching experience. In addition to coaching, Roberta also had administrative
responsibilities within her department. The majority of participants indicated these early
career experiences offered a glimpse into expectations of a career in intercollegiate
athletics. They described working in departments in which they were the only female on
staff, long work hours, and the enjoyment of working closely with student-athletes and
coaches.
As a result of these experiences, nine women described initial career goals in
intercollegiate athletics of becoming the Athletic Director for an NCAA athletic
department. Twelve women identified "making a difference in the lives of studentathletes" as a goal, while three participants focused on the success of coaches. As careers
evolved, participants' expectations and career goals shifted from a focus on professional
skill development and title attainment to an interest in providing a contribution to their
respective departments. At the time of data collection, only four participants indicated a
desire to pursue the position of Athletic Director. Eight women stated they had no
interest in being an Athletic Director at any level, while three would consider the role at
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NCAA Division II or Division III institutions. This is a key finding of this study. A
more in-depth exploration of perceived career supports and barriers may help explain the
shift in career expectations and goals may occur. The following two sections discuss
perceived supports and barriers to careers in intercollegiate athletics.
Perceived Supports to Career
The primary purpose of this study was to understand the career experiences,
expectations, and goals of women in senior-level management in NCAA Division I
intercollegiate athletics. Understanding the experiences of women at this level may help
researchers and practitioners understand (a) why there are so few female Athletic
Directors as well as (b) the type of environment in which women's careers may flourish.
All participants discussed people, programs, or environments they viewed as supports for
their careers. Supports are factors perceived to enhance career development and
influence career choice, expectations, and goals (Albert & Luzzo, 1999; Astin, 1984;
Betz & Fitzgerald, 1987; Lent et aI., 1994; Savickas, 2002). From this discussion, three
primary supports emerged: (a) interpersonal relationships, (b) professional development
activities, and (c) career advancement opportunities.
Interpersonal relationships
Women rely on a variety of interpersonal relationships to support their career
development (Betz, 2006; O'Neil & Bilimoria, 2005). Career development theorists
(Astin, 1984; Forrest & Mikolaitis, 1986) contend that the social-relational component is
critical to consider when assessing a woman's career development. According to Forrest
and Mikolaitis, women "reflect their sense of identity primarily in terms of their relation
to others" (p. 79). All of the women in this study were quick to identify a specific person
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or group of people as career supports. More specifically, participants attributed
relationships with supervisors and mentors as critical factors in career development and
success. It is important to note supervisors can also be mentors. Many participants,
however, also identified supervisors as barriers to career development. Therefore,
supervisors and mentors are discussed separately as to clarify the role of supervisor as a
support and, later, as a barrier.

Supervisors. Participants described their supervisors and mentors as confidants,
resources, and positive supports. When participants viewed supervisors as confidants,
they seemed more able to express professional frustrations or discuss personal difficulties
such as work-family balance with them. For example, Barb, frustrated with inequities
she experienced as an NCAA Division I coach, expressed her frustration with her
Athletic Director (supervisor). Unhappy with the response she received from the AD,
Barb sought the guidance of a long-time mentor and former supervisor who advised her
to look for a position at another university. Cautious about discussing her family life at
work, Julian discussed the role of her supervisor as a support for achieving more balance:
My boss is great. She is very - obviously I just told you that she is yelling at me
to take vacation; you don't really have that very often. And it's interesting
because she's single, she doesn't have a family and so you never know, I'm
always really cautious with that. Because you don't know till you have kids and
you don't know till you have a family, the time demands, but she gets it. So I feel
she's super, super supportive. (She) is definitely not the cause of my stress.
Additionally, several women indicated the importance of a collaborative, yet
autonomous relationship their supervisor as a support. Participants defined collaboration
as "being on the same page" with supervisors while also having a "voice" in
organizational decisions. For Judy, an associate AD at a large Metropolitan university, a
collaborative relationship with her supervisor was important. Judy (p.23) stated, "A

128

collaborative relationship with [my boss] allows me to still feel like I'm making a
difference." Donna, an associate AD now in her ninth year at her current institution,
described her relationship with supervisors as "great." She discussed the importance of
feeling as though she had the authority to make decisions, "I feel like I get to determine
everything we do here" (Donna, p. 16). Several women in this study echoed the
importance of having "authority" to make decisions because they described feeling more
able to "make a difference."
Participants perceived supervisors to be a source of positive support by providing
guidance and direction, access to professional development opportunities, and
encouragement. Early in her career, Julian described feeling as though her boss had
taken a risk when hiring her due to her lack of experience. She explained, "He just kind
of molded me into what he wanted me to be ... he still feels like I'm under his wing and
wants to still make sure that ['m guided in the right way." When Tina was hired as a
compliance coordinator at a mid-sized urban university, she felt an immediate connection
to her supervisor because he was willing to help her develop professionally. According
to Tina, her supervisor stated, "If you come in here, you do a really good job, we feel that
we're training you to be an administrator, then you will have every right to be the first
person to take that role as an Assistant AD and become the SW A." Tina explained that
having a supervisor who was willing to invest in her future instilled a level of trust and
respect. Additionally, Tina described being motivated to "do the job well and move up
the ranks."
All participants were grateful for the professional development opportunities
provided by their supervisors. Participants identified professional development
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opportunities as: networking through attendance at regional and national conferences,
participation on conference committees and in institutional, regional, and national
leadership activities; assuming more responsibility in the department; and/or, being
granted a more prestigious title such as Senior Woman Administrator. The SWA title
gives women access to participation on NCAA committees, which often leads to
networking opportunities.
Participants' descriptions of interactions with supervisors suggested a relationship
predicated on trust and understanding. Moreover, several participants described an
increasing sense of self-confidence when working with a supportive supervisor. An
increase in self-confidence has a cyclical effect. The more self-confidence participants
had, the more likely they were to take on additional responsibilities. The additional
responsibilities helped women learn new skills, while refining others.

Mentors. In addition to networks, building a relationship with a mentor is
another way for women to accumulate power and reduce the impact of barriers (Kanter,
1977; Cullen & Luna, 1993; Eby & Allen, 2004; O'Neil et aI., 2004). Kanter (1977)
suggested that the primary function of a mentor was "to make introductions or train a
young person to move effectively through the system" (p. 181). According to Kram
(1983), a mentor relationship can enhance the career and psychosocial development of
mentor and protege.
All of the women in this study identified mentors critical to their career
progression and development. For participants in this study, mentors fell into one of two
categories - conventional or peer. Based on participants' descriptions, conventional
mentors are older men or women who have extensive work experience and may sit in
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positions that proteges seek to achieve. For example, Vera's ultimate career goal is to
hold the Athletic Director position at an NCAA Division I institution. Some of her
mentors were men and women who have held or currently hold the title of Athletic
Director at similar institutions. Peer mentors, as defined by participants, are men and
women who have several years of experience in the field, but hold positions similar to the
women in this study. Jenny described the importance of peer versus conventional
mentors:
I look around and the people who I work with now, in the age range that I'm in.
They've all continued to rise up ladders and are on the cusp of being in really big
positions in our field. Those relationships across have been more influential, in
terms of relationships. They provided a more comfortable place for me to figure
out how I wanted to interpret the roles I was in. How I wanted to work according
to my principles and values, the decisions I needed to make along the way. I
might take those pieces from the more traditional mentors and then discuss with
my lateral mentors, my peers, and figure it out in a way that worked for me and
the role I was in at the time. Because what I learned too is that the mentors that
are older have taken a different path. A lot of them didn't come up the way that
I'm coming up. (Jenny, p. 9)
The participants' definitions of peer and conventional mentors are similar to definitions
coined by Kram and Isabella (1985). Regardless of the type of mentor, conventional or
peer, women identified mentors as supports for several reasons.
Many women identified mentors as career supports based on their willingness to
provide professional advice, guidance, and feedback. For Fritz, Martha, Barb, and Vera,
all aspiring Athletic Directors, mentors provided strategic career advice. Fritz relayed a
story about working with a male mentor who offered her strategic advice regarding her
"next step" professionally. The mentor told Fritz, "A lot of women go into student
welfare and compliance. If you want a new experience that would probably put you in a
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better position to vie for an athletic director position, I would recommend going the
business route."
Martha had a similar experience with another male mentor. While in
conversation with her mentor, Martha expressed her desire to be an Athletic Director and
sought a mentor willing to take her "under his wing." The mentor agreed to work with
Martha and offered advice on joining a new athletic department, "There's a lot more
layers of the onion between your position to the athletic director at that (University) than
there would be between you and me at (this University)." The "layers of the onion" not
only provided Martha insight into departmental hierarchy, but also alluded to the type of
decision-making authority she might have. Additionally, Martha explained her mentor
has been "fantastic" by giving her more responsibilities in the department, but she felt
professional development opportunities in terms of networking and attending conferences
were "lacking."
Barb left her coaching position with a United States national level sport team to
work as an administrator in college athletics. An Athletic Director at an NCAA Division
I athletic department relentlessly pursued her. He later became her supervisor and mentor
and taught her the importance of a "silent partner." A silent partner is the "number two"
person in the office who can build relationships and credibility with student-athletes,
coaches, university faculty, and community members. Barb's reputation as an
outstanding "silent partner" and "number two" has garnered national attention from
athletic departments at large NCAA Division I FBS institutions. Conversely, Barb
learned from another mentor - a female AD at a large Division I FBS school - that she
should consider the job of AD "with caution." Barb explained her female mentor
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described the AD job as "not worth it" especially "if you're in a great number two spot
with the right person (as AD) who is already compensating you at a certain level."
Currently, Barb earns in excess of $100,000 a year.
For the 11 women in this study not interested in pursuing the title of Athletic
Director, mentors were still vitally important for career guidance and development.
While the majority of women in this study specifically identified male mentors, about
half (7 participants) also discussed the impact of one or more female mentors. Five
women discussed the "first visual" of seeing a woman in athletic administration. That
visual provided the "initial push" or interest in pursuing a career in intercollegiate
athletics. As a student -athlete, Tina described having a female athletic administrator as a
mentor, "She was what I aspired to be. She wanted to help student-athletes succeed.
That's what I wanted to do."
Jenny described her experience with a female mentor while working at the
NCAA. The mentor "shared her authority" and offered Jenny "greater visibility" by
allowing her to work on major organizational projects and giving her a voice in the
decision-making process. Cindy also learned the importance of visibility in an athletic
department from her mentor who "set the tone" for other women in the department. She
explained, "I learned a long time ago, the more you're in the office, the better
administrator you're going to be."
Jane's mentor (and supervisor) provided opportunities that pushed Jane out of her
"comfort zone." For example, Jane's mentor asked her to facilitate departmental
meetings attended by 300 staff members. Initially, Jane doubted her ability to conduct
the meeting, but her mentor said, "Yes, you can." Jane found that she enjoyed
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conducting the departmental meetings. Moreover, her success with the meetings led her
mentor to give her more responsibility and "ownership" over projects. While Jane said
she did not intend to become an Athletic Director, her mentor encouraged her to be more
visible and assume more responsibility. In turn, Jane indicated she gained more
confidence in her work and in her role as an administrator.
Mentors acted as sounding boards for participants when they wanted to explore
new job opportunities. Julian referred to her mentor, a woman, as a "lifeline" that helped
her "get (her) foot in the door" for various positions in intercollegiate athletics.
Additionally, Julian relied on her mentor for honest advice; "She'll give it to me straight.
If I have no business going for a job, she'll say, 'No. What are you doing?" Other
participants had similar experience with their mentors. Amanda discussed the importance
of having mentors who were willing to share career advice: "I think always having
someone you can talk to openly is a great support. Event if their path has been different
from yours, it's someone you can trust and talk to."
Both male and female mentors provided professional guidance, but participants
were more likely to discuss seeking personal guidance from female mentors. For
example, Martha explained she has one mentor, a female, she "trusts enough to be able to
bounce ideas or frustrations off of." Julian also felt more comfortable discussing
personal difficulties managing responsibilities of her family with her female mentors.
Tina sought comfort in a female mentor when her male AD told her she "didn't have the
face for college athletics."
Two participants in this study discussed feeling as though women were not
always readily available as mentors. This finding, similar to other studies (Andrew et aI.,
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1990; Richie et aI., 1997; White, 1995), might suggest that women expect other women to
serve as role models and mentors or as one participant described, "shepherds," in a the
male-dominated college sport industry. Participants perceived women were unavailable
because (a) of the dearth of women in senior- and executive-level positions, or (b)
women were not willing to serve as mentors for a variety of reasons. Judy explained:
Most of the people, who I have looked to and turned to and asked for advice from
in terms of my career, have been men. A part of that is just that it is the nature of
there are no women in the business. But as I've grown in the business and
observed more and paid more attention I also feel like women are not as
supportive of other women. (Judy, p. 8)
Vera described the positive influence of male mentors early in her career. As time
progressed, however, she proactively sought out women. Vera discussed that women
"need to do a much better job of networking women, learning from women, being
mentored by strong women."
Eshner, Thomas, and Murphy (2001) suggest proteges need to develop clarity and
expectations around their expectations for mentors. Additionally, proteges should
develop a network of mentoring relationships and "consider the accessibility of a mentor"
(p.434). Mentor accessibility is particularly important to consider in intercollegiate
athletics. Judy explained that finding a female mentor was difficult if not disappointing.
She explained, "I would speak to a woman who was strong and successful. I would ask
them if I could reach out to them and contact them. I would do it and then I wouldn't get
a response." Young and Perrewe (2000) suggest mentors have multiple time constraints
and responsibilities. Thus, taking on a protege perceived as an additional task (Young &
Perrewe).
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In sum, mentors provided career guidance and support (Cullen & Luna, 1993; Eby
& Allen, 2004; Kanter, 1977; Kram, 1983; Kram & Isabella, 1985). More specifically,

mentors for aspiring Athletic Directors offered strategic career guidance. They offered
feedback to help participants align their career paths with their ultimate career goal of
becoming an Athletic Director. Mentors for women who did not wish to become an AD
provided opportunities for professional growth and advancement by encouraging work on
projects that would lead to greater visibility and strategic decision-making. They also
served as a source of support when women struggled with issues such as work-family
balance or a difficult situation at work. In addition, mentors helped instill confidence by
encouraging women to explore professional interests and step out of their comfort zones
to assume more responsibility.
Male mentors were more likely to provide career mentoring to women, while
female mentors were provided psychological and career mentoring. These findings are
similar to studies by Cullen and Luna (1993), Eby and Allen (2004), Kanter (1977),
O'Neil et al. (2004). Furthermore, Kram and Isabella (1985) suggested primary functions
of peer mentoring included information sharing, career strategizing, job-related feedback,
and confirmation. Results of this study suggest more conventional mentoring
relationships functioned similarly. Finally, O'Neil et al. (2004) and Bower (2008)
suggested mentoring relationships could result in rapid career advancement for women in
management and sport administration. While participants identified mentors and
supervisors as career supports, it is not clear if career advancement occurred at faster rate
for women with mentors as opposed to women without.

136

The role of interpersonal relationships as a career support is further substantiated
by the finding that women in this study described the importance of self in relation to
others - a personality characteristic. Not only do they seek to take care of others, women
in this study build relationships, in a sense, to also be taken care of. Moreover, male
mentors seemed to playa more critical support role to participants. Perhaps this is a
reflection of the role fathers, brothers, and interactions with other male figures played in
socialization to sport and sport as a potential career field. More research is needed to
understand the role of male and female mentors in the vocational socialization of women
in intercollegiate athletics.

Professional Development Activities
Professional development activities as components to career development and
success have been studied in varying degrees in intercollegiate athletics (Cunningham &
Sagas, 2002; Cunningham, Sagas, & Ashley, 2001; Sagas & Cunningham, 2004a,
2004b). Sagas and Cunningham (2004a) suggested professional development activities
included the accrual of social capital and human capital. Social capital includes
"resources acquired through individual's networks with subordinates, superiors, and
peers" (Sagas & Cunningham, p. 413). Human capital is the accrual of job-related
investments including education, experience, training, and specific competencies (Sagas
& Cunningham).

In the context of this study, participants defined professional development
activities as a combination of social and human capital including networking and
opportunities to gain experience and develop skill sets. Access to and participation in
networks may help women gain access to organizational and industry resources
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(Wentling, 2003). Skills and job competencies are critically important to career
development and achieving career expectations, and goals (Richie et aI., 1997; Wentling,
1996, 2003; Whitmarsh et aI., 2007).

Networking. Several sport management researchers have suggested participation
in formal and informal networks is integral for advancement within sport organizations,
particularly, for women (Bower, 2009; Grappendorf & Henderson, 2008; Hums &
Sutton, 1999; Judd, 1995; Shaw, 2006). Forrett and Doughtery (2004) defined networks
as a person's "attempt to develop and maintain relationships with others who have the
potential to assist them in their work or career" (p. 420). In addition to supervisor
support and mentoring opportunities, networks can serve as career facilitators for women
and may be critical to women's career development (Bower, 2009). Networks are an
important source of organizational knowledge through which trust, reciprocity,
information, and cooperation can be cultivated (Kanter, 1977; Kurnra & Vinnicombe,
2010; Sagas & Cunningham, 2004; Wentling, 1996,2003).
Each participant identified networking as an integral component to her career
progression and development. To illustrate, all of the participants indicated they are in
their current positions because of their professional networks. Barb met her current
supervisor while coaching at a Western state university. As Barb and her supervisor
moved to various institutions over the course of their careers, they maintained contact.
One day, he called her with an opportunity that would change the course of her careerfrom coach to administrator. She explained:
My (soon-to-be) boss said, "Come back here, let me pay you a decent salary.
We're going to build this, everything that's ever been wrong with college
athletics; we're going to fix it here."Okay now that interests me, because that's
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building.
Not only is networking a key component to employability, but developing
relationships was also perceived to be critical for creating and managing career (Forret &
Dougherty, 2004). In each case, the women had network contacts at their current place of
employment or a network contact that encouraged them to apply for the position. Julian,
described a situation in which she had applied for a position at another school, but never
heard anything back from the hiring department. A few months later, her mentor became
an associate athletic director and Senior Woman Administrator in the department to
which Julian had applied. Julian sent her mentor a congratulatory email to which the
mentor responded, "Are you still looking to get out of (university)? I think I might have
something for you." Julian explained she had applied for the job, but sent new
application materials. She was hired and moved two weeks later.
Participation at a conference or on an NCAA committee was also identified as an
important networking opportunity. A person in a high-ranking position in the athletic
department, however, must initiate committee participation at the conference or national
level. For example, Jane participates on a conference championships committee at the
suggestion of her supervisor. Her supervisor is well known in the industry and holds a
high-ranking position in her athletic department and serves on one of the most influential
committees in the NCAA. Additionally, attendance at regional and national conferences
helped women build and extend their networks with individuals in powerful positions.
As Julian explained:
When I was at the (conference) it was great because the meetings that I would
have to go to were always with athletic directors, SW As, and faculty reps, which
are your big dogs on campus. And so I got to know all of them .... It was a huge
networking opportunity for me. To get outside of the box a little bit, to meet
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some folks outside of compliance, which was an unbelievable opportunity.
(Julian, p. 13)
Several participants indicated the importance of networking outside of their
respective areas of expertise. For example, at her institution, Donna served on
committees that had nothing to do with athletics so she could network beyond the athletic
department. This relationship served to build a bridge between athletics and other
departments on campus. In addition, the extended institutional network has served her
"very well" when working on student-athlete issues.
Attending conferences and committee participation, however, does not
automatically result in an expanded network. Some studies suggested that women have
difficulty accessing networks (Gregory, 2009; Kanter, 1977; Kumra & Vinnicombe,
2010). Accessing networks, however, can prove challenging without the help of
supervisors and mentors (Kanter, 1977; Sagas & Cunningham, 2004). Only one woman
in this study, Martha, expressed frustration at her inability to access networks:
Unless you travel with your teams from school to school and meet people there, at
the conference level and the NCAA level, you cannot get on the committee unless
you're the AD, senior woman administrator, or faculty athletics representative.
And I find that extremely limiting and so there's a challenge that I-there's a
roadblock that we have. If you're sitting on a conference committee or an NCAA
committee, you're building a network which is going to spread, but if you're not,
you just don't have any pipeline what-so-ever (Martha p. 9)
Martha's frustration is a product of a barrier she perceives to be impeding her ability to
reach a career goal - becoming an Athletic Director. While Martha recognized the
opportunity to network with other Athletic Directors and SWAs at national conferences,
she perceived those opportunities to be limited. Participation on a committee at an
NCAA or conference level offers prolonged engagement with potential employers and
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mentors, while annual attendance at a conference does not. Without the title of AD,
SW A, or faculty athletics representative, Martha described feeling "capped."
It is important to note men may also have difficulty accessing conference and

NCAA committees. When considering the proportions of male Athletic Directors
(91. 7%) and male faculty athletics representatives (68.5%) at the Division I level
(Lapchick, 2010), it would appear women are underrepresented. Studies have identified
gender as a barrier to accessing networks, but limitations to national networks are more a
function of organizational structure. The committee structure created by the NCAA has
the potential to "cap" both men and women.
Conversely, Vera did not feel her networking opportunities were limited. Instead,
she perceived "getting to know people" and "attending conferences and engaging in
committee structures nationally" were important to enhancing her skill set, leadership
style, and experience. Vera's statement epitomizes the importance of networking and
professional development activities for many women in this study. All of the women
identified professional development opportunities as key experiences in which they
expanded networks through participation on committees and attendance at conferences.
It should be noted, however, Vera is a senior associate AD and SW A. By virtue of her

title, Vera has access to networking opportunities that participants like Martha do not.
Martha's frustration, then, may be a product of her career goal- becoming an Athletic
Director. No other participant felt limited in her networking possibilities.
In this study, participants perceived networks to be an important support to career
development. Networks provided opportunities to develop relationships with peers and
potential employers in intercollegiate athletics. Research suggests even though women
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can benefit from networks, networks tend to be less beneficial for women than for men
(Forret & Dougherty, 2004; Kumra & Vinnicombe, 2010). Sagas and Cunningham
(2004a) found that men were more likely to "reap the benefits" (p. 419) of networking.
They also suggested women might be experiencing discrimination in the promotions
process. In this study, participants perceived networking to be valuable to their career
development. In addition to networking, participants perceived skill acquisition as vital
to career development and success. Based on the findings of this study, there is little
evidence to suggest discrimination in the hiring and promotions process.

Skill acquisition. Acquiring skills through a variety of experiences was
perceived as another key component to the professional development of women in this
study. Skills and job competencies are critically important to career development,
expectations, and goals (Richie et aI., 1997; Wentling, 1996,2003; Whitmarsh et aI.,
2007). When women engage in education and training, they develop skills and
competencies that may increase performance quality, self-efficacy, and the likelihood
they will persist in the face of obstacles (Betz, 2004; Wentling, 2003). Gaining relevant,
practical experience and education to obtain a skill set necessary for advancement is also
a common theme in literature pertaining to the careers of women in sport organizations
(Bower, 2008; Claussen & Lehr, 2002; Grappendorf et aI., 2004; Greenhill et aI., 2009;
Hoffman, 2010; Hums & Sutton, 1999).
Participants discussed the importance of learning technical and interpersonal
skills. Participants identified technical skills such as crisis management, decisionmaking, effective problem solving, budgeting and finance, compliance and eligibility,
and facility operations as critical for professional success. From her experience at NCAA
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institutions and with a major intercollegiate governing body, Jenny explained the
importance of technical skills in career development. She said, "Follow the money.
Understand complex revenue packaging. Know how to deal with crisis and work on
decision making skills." Vera also discussed the importance of particular technical skills:
I knew I had to develop the skills in the areas of fund raising. I knew that was
really important. I didn't have an MBA. I didn't have the business background. I
thought really working on the fundraising side on behalf of the university and also
the department, I thought was an area I could develop some skills.
To acquire technical skills, participants described accepting positions early in
their careers to "learn as much as possible" while wearing "many hats." Often early
career experiences included positions in small departments at various NCAA divisional
levels. Developing a relationship with a supervisor or mentor was also important because
the supervisor/mentor not only had the capacity to offer advice on acquiring necessary
skills, but often provided access to positions or projects where women could develop and
hone skill sets. For example, Amanda suggested she is still learning despite the length of
her career:
Even though I've been here for almost 15 years, I'm still learning new things.
Once (an associate AD) left, I didn't necessarily replace his Associate AD title for
external affairs. But, I was given the opportunity to be in the Monday morning
executive staff meetings, so I'm in there with all Associate ADs and Senior ADs,
but I'm the only marketing representative that's in there. (Amanda, p. 11)
Amanda's experience is far from unique. Over half of the participants discussed
the importance of having access to senior staff meetings for the networking opportunities,
but also to gain a better understanding of the departmental decision-making process. For
some participants, being present "at the table" parlayed into having a voice in the
department's decision-making process. As Jenny described, having an influential voice
in the decision-making process helped her communicate and execute plans more

143

effectively. Vera discussed "taking on" new responsibilities that will help her continue to
grow, while also preparing her for "the chance to sit in the Athletic Director's chair
within a couple of years."
In addition to technical skills, interpersonal skills were identified as critically
important for managing and leading people. Participants perceived a combination of
technical and interpersonal skills were important because intercollegiate athletics is a
"multidimensional business" that affects the lives of student-athletes, coaches,
administrators, and spectators. The skills identified by women in this study were similar
to those identified by female Athletic Directors in studies by Grappendorf et al. (2004)
and Knoppers and Anthonissen (2007).
Interpersonal skills were described as important for facilitating effective
communication with student-athletes, coaches, administrators, and network contacts.
Participants suggested important interpersonal skills included honesty, delegating
responsibility, understanding various constituencies, and trust. Developing interpersonal
skills with various constituencies takes time and can be a hard lesson learned. For
example, Judy described a time when she approached a men's basketball coach about a
compliance issue. She left the coach's office in tears. As a result, Judy described how
her approach to working with coaches changed:
Learning how to get what you need from them without annoying them or making
them angry. Knowing how to deal with people comes in handy because you deal
with a head football coach differently than you deal with your softball coach.
You just talk to them differently. You listen differently. You respond to them
differently. (Judy, p. 13)
Cindy discussed the importance of "timing" when sharing information with
coaches and administrative staff. Timing was a skill she learned through working with
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people over an extended period. She described timing as a combination of understanding
personal relationships and communicating important information. Developing personal
relationships to better understand how to communicate and manage people also involves
a level of trust. Barb suggested trust was a "commodity" earned through action and
visibility. She explained, "I have no ego about doing something differently .... I feel
like I never deal with a residual of (coaches) going, "What the hell is she doing?" Trust
is the most important commodity you have as a co-worker. I'm always very mindful of
that, so I'm not fucking with it."
In terpersonal skills al so incorporate personality characteristics . Vera described
herself as intuitive, approachable, friendly, attractive, and energetic. She explained, "I
think those things don't hurt you in this profession." Other participants described
themselves as having "worker bee" personalities. A "worker bee" is someone with a
strong work ethic who is also visible in the organization. Participants perceived a strong
work ethic and visibility as mechanisms to build trust and credibility among coaches and
other administrators. Credible relationships were perceived as essential when managing
coaches or leading a department.
Conversely, several women described their work ethic as a metaphorical
willingness to work "in the trenches." Often work in the trenches consisted of
performing lower skill tasks, which should have been handled by entry-level employees.
While these behaviors may seem egalitarian and laudable, "working in the trenches" may
lead to the perception that a woman is not able to delegate responsibilities. Women
identified delegation as a critical skill for career progress. The perception of being
unable to delegate may limit a woman's opportunity for advancement. Furthermore, the
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worker-bee mentality and the willingness to work "in the trenches" may also be
indicative of women attempting to "prove" themselves in a male-dominated environment.
This type of behavior is typical of "token" women in male-dominated professions
(Kanter, 1977; Richie et aI., 1997; Whitmarsh et aI., 2007), including sport management
(Claringbould & Knoppers, 2008; Grappendorf & Lough, 2006; Grappendorf et aI., 2004)
Skill acquisition and development are important because women in this study
perceived them to be essential for career advancement. The idea of advancement is
complex. For some women, advancement equated to vertical mobility in a specific
athletic department or movement to progressively more responsible roles in various
departments based on job availability. Other women in this study considered
advancement as the opportunity for continuous development as a professional. These
women perceived continual development as a catalyst for making a greater impact, or
contribution, to student-athletes, coaches, and the department.
Career Advancement
According to research, building networks and gaining practical experience to
obtain a skill set necessary for advancement are common themes in literature pertaining
to the careers of women in sport organizations (Bower, 2008; Claussen & Lehr, 2002;
Hums & Sutton, 1999; Grappendorf et aI., 2004; Hoffman, 2010; Greenhill et aI., 2009;
Sagas & Cunningham, 2004). In this study, participants defined advancement as vertical
movement through the organizational hierarchy and/or assuming more responsibilities
within the department or athletic conference.
For Martha, opportunities meant "some upward mobility and promotion in terms
of being recognized for service and work." Fritz suggested moving "early and often" as a
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way to gain a variety of experience and "move up" in a department. Judy took her
current position because it was a better title, more money, but also an opportunity to
supervise staff and coaches.
Judy cautioned, however, "it's not always about the title." For example, Jenny
had the opportunity to leave her current institution for a position with a bigger title and
more money in a more prestigious athletic conference. She chose to stay in her current
position because her supervisor and the Athletic Director offered to develop her as an
administrator by providing opportunities to work on special projects and administrative
responsibility for a varsity sport. Jenny said she has no intentions of becoming an
Athletic Director.
For Jenny and other women interested in assuming more responsibility, skill
acquisition was perceived as an important component of advancement. For example,
Donna's first position in intercollegiate athletics was as an associate athletic director at
the Division II level. While the learning curve was steep, Donna quickly readied herself
to assume more responsibility. She asked for more opportunities including budget
management and sport supervision, but her supervisor would not delegate the
responsibilities. Donna understood not having these responsibilities would affect her
ability to advance in college athletics. She soon looked for a position at another
institution. Moreover, the majority of women (12) described their initial experiences in
intercollegiate athletics as opportunities to "learn the industry" and get their "feet wet" by
working in a variety of areas. As their careers progressed, the women described
becoming more deliberate about looking for positions that would better fit their interests
and personal and professional goals.
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Additionally, research suggested advanced educational degrees were critical for
obtaining a position in intercollegiate athletics (Grappendorf et aI., 2004; Smith, 2005).
Thirteen women in this study have advanced degrees. Ashley, an assistant athletic
director and the youngest participant in this study, expressed interest in earning a
master's degree in "the next few years." Other research has shown that experience, not
education, is a more "effective tool for women wishing to advance in intercollegiate
athletics (Grappendorf & Lough, 2006). Barb, an executive senior associate athletic
director, has her Bachelor's degree. She explained that she never finished her Master's
degree and "never had to" because she entered college athletics at a time when "a
tsunami of opportunity was coming for women." She continued:
I hear people say it's critically important, but I know that I'm not looking at
people's academic body of work when I go to hire them. (I want to know), what
can you do? I don't care how you were trained - whether it's through academics
or through experience. (Barb, p. 3)
Advancement, whether conceptualized through vertical movement in an
organizational hierarchy or assuming more departmental responsibility, was contingent
upon other supports mentioned in this section. Rarely did women seek out or consider
new positions without the guidance of a supervisor or mentor. They engaged networks to
learn about other opportunities and find support when dealing with difficult personal
and/or professional issues. All of the participants in this study attributed their career
advancement to (a) the relationships built with supervisors, mentors, and through
networks; and (b) a refined skill set.

Summary
In this study, career supports gave participants the confidence to assume more job
responsibility, consider new professional opportunities, and develop professional
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interests. Understanding the function of career supports is important because supports
provide insight into mechanisms that help women navigate a complex industry.
Participants perceived the cultivation of interpersonal relationships and participation in
professional development activities as critical to career advancement. Studies beyond the
context of sport management (Richie et ai., 1997; Wentling, 1996,2003; Whitmarsh et
ai., 2007) and in sport management (Inglis et ai., 1996, 2000; Sagas & Cunningham,
2004; Smith et ai., 2012) also suggest the supports identified in this study are important
to women's career development. While supports are important to career development,
the identification of barriers are equally so. The next section identifies factors women
perceive as barriers to their career development.

Perceived Barriers to Career
Barriers are factors that can impede career development and the achievement of
career goals (Albert & Luzzo, 1999; Astin, 1984; Betz & Fitzgerald, 1987; Lent et ai.,
1994; Savickas, 2002). Barriers may consist of structural and/or social determinants
(Astin; Lent et ai.). Participants in this study identified the male-dominated culture of
intercollegiate athletics and its myriad challenges as barriers to career development. The
combination of these factors in addition to extra-work responsibilities (e.g., children,
spouse, parents, friends) presented challenges to participants in their career development,
expectations, and goals.

Male-Dominated Industry Culture
"It is a male dominated business, not just from a numbers game but a perspectives
game" (Roberta, p. 15). The majority of women in this study echoed Roberta's
observation. Some participants referred to college athletics as "male-dominated," an
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environment of "masculine traits," or a "good 01' boys network." While participants
acknowledged there appear to be more women in the field - particularly in more entrylevel positions - participants perceived men dominate middle and upper-level
management positions both in numbers and organizational decisions. Statistics on men in
intercollegiate athletic administration support this perception (Lapchick, 2010). For
example, men represent 9l.7% of NCAA Division I Athletic Directors and occupy early
70% of associate athletic director positions.
According to Jenny, "The judgment and the projection that comes from a
primarily masculine or male-dominated mindset is something that is constant." Jenny
went on to explain that while women are actively participating in the governance and
administration of intercollegiate athletics, women are not reflected in the culture.
Furthermore, women in intercollegiate athletic administration still contend with gender
stereotypes, which may also affect the positions they seek in athletic departments.
Gender. Several studies on management have identified gender as a barrier to
women seeking executive level managerial positions (Beatty, 2007; Betz & Fitzgerald,
1987; Duehr & Bono, 2006; Schein, 2001, 2007; Wentling, 1996,2003). Similarly,
studies on women in intercollegiate athletic administration have also identified gender as
a barrier (Burton et ai., 2009; Burton et ai., 2011; Grappendorf et ai., 2004; Whisenant et
ai., 2002). All of the women in this study perceived gender as a barrier to their careers in
intercollegiate athletics for three reasons. First, some women perceived "being a woman"
as a barrier primarily because of the manner in which men perceive gender. Other
participants suggested women created barriers for each other by not offering more career
support and guidance. Finally, participants perceived another barrier to be the limited
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experience women have in high levels of intercollegiate athletic administration. In other
words, if women have the opportunity to assume an Athletic Director position, "Are we
ready?"
Several women in this study suggested being a woman in a male-dominated
industry was a barrier to career development. Stereotypes associated with gender have
the potential to act as "subtle yet powerful" barriers to women's career development
(Duehr & Bono, 2006). Women identified experiences in which they perceived their
physical attributes or personality characteristics were viewed negatively because they
were women. For example, Tina - a self-described larger woman - was told by a male
Athletic Director she "didn't have the face for college athletic administration." Roberta,
a minority, also offered, "The women that get promoted a lot of times in this business are
not the women who look like me." Such statements could lead one to assume only
women of a certain level of attractiveness and are suitable for administrative roles.
Early in her career, Jane said she was afraid to speak in staff meetings because she
was afraid of being perceived as a "bitch." Vera described how some women get branded
as a "battle ax" when they voice opinions. Judy acknowledged her "overbearing and
bossy" personality as an issue while also identifying why such a personality type might
be a barrier for women:
I know sometimes personality is a factor and strong women often times have what
is perceived as overbearing and bossy personalities. I certainly have that and I've
had to work on that over the years. That's one thing, especially my male mentors
have pointed out. "You are a strong woman. You have to be able to curb that in
certain situations or you alienate the people that you're trying to get to." (Judy, p.
13)

Roberta also discussed her perceptions of why certain types of women succeed:
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The women that get promoted in intercollegiate athletics, I believe, are the women
that men feel comfortable with and that they will find solutions that are appeasing
to the people who they should please. Women come to this business trying to
please and at the point that you try to please I think then you have gotten into the
whole vicious cycle of the all boys' game. Because that's what you're expected to
do is to please. (Roberta, p. 18)
As such, Roberta perceived her gender to be a barrier because she felt she did not meet
the aforementioned expectations of male administrators. Vera explained, "Men seem to
have a comfort level with certain types of women" such as those who are perceived to be
team players, approachable, and friendly.
When asked if Barb wanted to pursue an Athletic Director position, she
responded, she said she would consider leaving her position "with caution." She
described the relationship with her boss as a "day marriage" in which she suggested, "If
this marriage is still working for him, then we're good." Furthermore, Barb's metaphor
equating her job to a marriage implies certain gender roles and power. Barb perceived
the networks and influence held by her supervisor to be far deeper and more powerful
than her own. In addition, Barb alludes to the notion that her supervisor - not her - has
the power to decide the future of her career. This perception could be a function of
gender stereotypes and/or organizational structure.
Participants also described stereotypes regarding marital status as a "doubleedged sword." Fritz told a story about a time when she was an associate athletic director.
Her department was renting tuxedos for male administrators to attend a formal dinner at a
bowl game. She asked if she could use apply the $100 rental fee toward purchasing a
dress for the event. The assistant to the Athletic Director asked, "Well why would you
get to do that?" Fritz never received the $100 credit toward a dress, but after she married,
the department would rent tuxedos for her husband to attend events with her.
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Jenny also described the tension she felt as a female administrator:
I definitely think that being female is a barrier because (male administrators) look
at me and they either think, like early on, "She's going to get married and have
kids and leave us." or now that I'm still single and not married and have no
children "She's got something against being a family person. We don't want that
because she's not a family-oriented person." (Jenny, p. 13)
Vera also suggested if women want to have a family it is an "added challenge. It's really
hard when you're competing against the guys around the room." Julian told of comments
made by male colleagues when she left the office early to pick up her son from school.
Moreover, women in the study said they felt men did not have to contend with family
responsibilities because they have wives who take care of the children. I discuss this
perception more fully in a subsequent section on work-life balance.
Finally, three women in this study described feeling as though the men in
positions of authority (e.g., Athletic Director, university president, boards of trustees)
were "leery" of hiring women as Athletic Directors or even associate athletic directors.
Martha surmised, "I don't think that (men are) confident-or I think they are confident
that women can't supervise football, or handle a football coach, or a high profile men's
basketball coach."
Women in this study did not use the word "stereotype" or "discriminate," though
several women offered examples of stereotypical and discriminatory behavior based on
perceptions of gender. Studies (Ruggerio & Marx, 1999; Ruggerio & Taylor, 1995,
1997) on the perceptions of stereotypical and discriminatory behavior suggest,
stigmatized individuals are not likely to consider discrimination a barrier to their careers
unless they are "virtually certain they have been discriminated against" (Kaiser & Miller,
2001). While one could perceive participants' experiences as discriminatory and
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stereotypical, perhaps perceptions are indicative of the fact women have not reached
positions in which they have proved competence.
Barb was concerned women are not positioning themselves competitively in the
market. She maintained, along with Vera and Fritz, that university presidents are actively
seeking women to fill the position of Athletic Director. Barb, Fritz, Vera, and Martha
feel that gender has been a catalyst for their career success. Barb explained that athletic
departments are looking for talented women. As such, women have to be savvy about the
opportunities they are asked to consider. For example, the president of a large university
approached Barb about becoming the next Athletic Director. The university had recently
signed a new football and men's basketball coach to long-term deals. From Barb's
perspective, the president set the new Athletic Director up for failure:
Is a woman going to survive that? He goes, "Shit." I go, "Call me when there's
opportunities for change and I'll be your girl." "I understand that. That's why we
want you, you think like a business person." I go, "You're damn right, call me
back when that opportunity lines up." But I'm not going to sit there in the middle
of mediocrity and pay $10 million in contracts because (former AD) got himself
in a tight spot. I'm not going to do it. This is what I'm saying, it's not a lack of
opportunity it's a lack of are we really ready, and if we get catapulted too fast and
we don't do the time the way the men do the time, and when you get that
opportunity, cause you'll get it, you'll get your block knocked off. I think that's
still the challenge is-are we ready? (Barb, p. 29-30)
Perhaps the question should not be if women are ready to assume the position of Athletic
Director, but rather are women ready to assume a failing situation that must be turned
around?
The pressure to succeed has the potential to affect the career development of
women in athletic administration. As if women would not encounter enough scrutiny as
Athletic Directors, Fritz suggested women have "extra pressure" to succeed in those roles
because there are so few. She contends, "If (women) go in there and you're not prepared
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to hit it out of the park on all fronts, personal and professional, then you don't want to
handicap women who come after you." In other words, if a woman is not successful as
an Athletic Director, an athletic department is less likely to consider another female to be
her successor. A few participants suggested the success or failure of one woman has a
ripple effect on the way in which all other women will be perceived.
The "extra pressure" of being "ready" described by participants in this study may
be a product of a male-dominated profession in which women in high-ranking positions
are more visible. (Andrew et aI., 1990; Kanter, 1977). Visibility is a paradox as it has the
potential to result in criticism or praise (Corby & Stanworth, 2009; Richie et aI. 1997;
Whitmarsh et aI., 2007). As a result, women in senior management positions may feel
pressure to "prove" their abilities to colleagues (Grappendorf & Lough, 2006;
Grappendorf et aI., 2004; Richie et aI., 1997; Whitmarsh et aI., 2007) through
extraordinary activities such as successful risk-taking or leading organizational change
(Itzin & Newman, 1995; Kanter, 1977). For women in leadership positions like Athletic
Director, extraordinary activities are inherently risky because such activities require
enhanced visibility.
As previously discussed, women in this study perceived visibility as important for
setting the tone for other women in the department. Participants achieved visibility
through work on major departmental project and/or through spending more time in the
office, at sport events, or traveling with the team. Though participants recognized
visibility as important to their jobs, many described the extended hours required to be
visible presented barriers to their health and work-life balance.

155

"Grinding and pounding." Every participant mentioned the time commitment
required to work in intercollegiate athletics. Participants identified long workdays,
weekend commitments, travel requirements, and other after-hours engagements (e.g.,
fundraisers, community benefits) as challenges. For some, the long work hours
contributed to burn out or boredom, while other participants described stress-related
health problems. Some of the health problems included insomnia, hives, high blood
pressure, and anxiety. Vera described college athletics as a culture of "grinding and
pounding," while Roberta considered the industry "a fast-paced, all in your face, all day
long business." The long hours caused audible frustration for Vera, "You have to put in
so many hours to be perceived that you're doing something, which I think is crap."
When describing day-to-day responsibilities, many of the women mentioned
administrative responsibilities for varsity sports. It was not uncommon for a woman to
serve as the sport administrator for at least eight varsity sports. One participant, Barb,
was responsible for 18 of the 21 men's and women's varsity teams, in addition to
supervisory responsibilities for five departments. Tracy described her role as a
compliance officer, SW A, and sport administrator, "I dealt with issues for all 23 sports
and traveled with most of them post-season. It just got a little crazy" (Tracy, p. 8).
Roberta (p.12) echoed managing her responsibilities with a stressful schedule:
We have events every night - we had one Monday, we had the Christmas party
yesterday. There is a basketball game tonight. There is a women's basketball at
noon that we were coordinating to do a little lunch for a Christmas lunch. It
doesn't stop. Last week I think I spent four nights here. And then weekend stuff.
As a result of the long work hours, irregular schedules, and travel requirements,
the women in he study described experiencing conflict between their roles as employees
and family members. As Judy explained, "You sacrifice at home because of the things
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that you like in your job." This conflict illustrates the intersection between the culture of
college athletics and the desires of women to have a more balanced life. (Bruening &
Dixon, 2008; Inglis et aI., 1996, 2000).

Work-life balance. In the last decade, work-life balance has received a great
deal of attention in sport management literature (Bruening & Dixon, 2007; Bruening et
aI., 2008; Dixon & Bruening, 2005, 2007; Greenhill et aI., 2009; Inglis et aI., 2000).
Women, in particular, have difficulty balancing work-life culture in intercollegiate
athletics for several reasons. First, the culture of college athletics has been identified as a
barrier for career development particularly for women (Bruening & Dixon, 2008;
Greenhill et aI, 2009; Inglis et aI., 1996,2000). Work-family conflict, in particular, is a
component of work-life balance that has received considerable attention as a barrier for
career progress for women in coaching (Bruening & Dixon, 2008; Inglis et aI., 1996),
intercollegiate administration (Bruening et aI., 2008; Inglis et aI., 2000), and professional
sport management (Hums & Sutton, 1999).
Several participants relayed stories of former female colleagues who chose to
leave college athletics because of burn out or because they wished to have a family.
Even though seven participants had children, all participants perceived a career in
intercollegiate athletics as contradictory to a family life and vice versa. Therefore, the
tension between balancing a career in intercollegiate athletics and a family was perceived
as a barrier to career development. For example, when asked about barriers for women in
college athletics, Cindy immediately identified "family." Cindy, married to a former
intercollegiate coach, does not have children, but she described her experience as Chair
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of an NCAA Division I sport committee, "No one on that committee either has children
or young children. You can't do it."
Other participants discussed the impact having a child had on their careers and
decisions. Amanda and her husband chose not to have a second child because of her long
work hours. She explained, "Pawning two or three kids off on my husband when we
don't have any family here is kind of selfish." Tina also stated she and her husband
would like to have more children. She discussed her next position within intercollegiate
athletics would more than likely be one in which she could adequately balance her
responsibilities at work, as a mother, and a wife.
Julian and Jane were apprehensive about discussing work-family balance. Both
women offered examples of instances in which male colleagues commented on their
"early exits" from work. While these women offered examples of their work ethic and
instances in which work ethic was applauded, they discussed feeling as though their
achievements were undermined by family responsibilities. For several women, the
tension between work and family has caused a re-evaluation of respective career paths,
including movement to a position that requires less time at work to leaving the profession
all together. Studies in sport management have identified work-life balance as a reason
for attrition from the field (Bruening et aI., 2008; Bruening & Dixon, 2008; Inglis et aI.,
1996, 2000).
Several women in this study did not perceive work-life balance to be an issue for
men. Participants described men as more likely to have wives that "stop working once
the men hit a certain income level" and "put up Christmas decorations, fix dinner, and
take kids to soccer games." Jenny, a single woman, explained:
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Where I see a lot of women struggle is that their support network and their family
lives don't set them up in the same way as the men I work with. I work with a lot
of men who have wives that maybe work or maybe don't, but if they do their
careers are secondary to the men.
Vera suggested that male administrators who held early morning meetings either did not
have children or were not responsible for "getting them up for school, lunch packed, and
to school." Julian offered:
If men struggle with (work-life balance), they don't show it as much as (women)
do. I'd like to think, especially knowing some of the guys we work with and how
close they are with their families, it goes through their heads, but Ijust don't
know.
Roberta, however, suggested men in intercollegiate athletic administration also
face challenges with work-life balance. She relayed a story in which a male colleague sat
in his car talking to a coach while his son celebrated his birthday party at Chuck E.
Cheese's. Roberta contended work-life balance is not a gender issue, but an issue with
the culture of intercollegiate athletics. Studies also found men are concerned with worklife balance and seek more flexible work practices (Emslie & Hunt, 2009; Latham &
Swiercz,2009). Men, however, may be less likely to voice their struggles due to social
constructions of gender, including the perception that a man's primary responsibility is
work rather than home (Beasley, Lomo-David, & Seubert, 2001; Emslie & Hunt).
Regardless of marital status or children, all participants in this study perceived
work-life balance to be a major issue in the careers of women in athletic administration.
Julian articulated the struggle many of the women seeking work-life or work-family
balance. For women attempting to "have it both ways":
The biggest challenge: time. There's not enough time in the day to do both well.
... So I have moments of feeling like I do both 50% and that's not really good
enough for me because that's just how I am. So then I have anxiety attacks about
it, which one needs to suffer. And neither one of them can suffer. That's the
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problem. (Julian, p. 9)
Several participants identified their "next steps" professionally included moving
closer to family, including aging parents and siblings. Roberta described making time
before an evening basketball game to have dinner and a glass of wine with friends. Jane
and Julian described feelings of "guilt" when leaving work to attend to matters with
children. Jane reported men made comments such as "it must be nice to leave before
five" when she leaves early to pick up her children from school. She attributed the
comments to the "kidding" nature of colleagues, but also suggested a "stigma" exists
about leaving work "early."
While women struggle with work-life balance, Tracy contended, "It's something
you've got to figure out. It never goes away." Tracy achieved better balance by
accepting a good position in a small town in which she lives a mile-and-a-half from
campus. She stated, " I can go home for dinner before a basketball game on a Tuesday
night. It makes my day a lot shorter and that's made a big difference for me." Julian also
discussed accepting a job that was "8000 times more stressful" because she perceived the
stress in her home life - as a married mother of two - would "decrease by 1,000,000%."
Nevertheless, whether discussing the care of elderly parents, children, or
relationships with spouses or friends, the women seemed resigned to the notion that
athletics is a "lifestyle" that inevitably affects relationships. One participant described
working in college athletics as an "addiction." A few participants described how the
lifestyle has affected their relationship status. Three women discussed how their single
and/or divorced relationship status may be a function of the demands of their jobs
because work-life balance is "very difficult." Vera, a divorced single mother, explained
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how she often put the demands of her job before the demands of her marriage. Roberta
explained that she has questioned whether her status as a single woman is the result of
working in college athletics. She commented, "I don't know that to be true but I can tell
you, it didn't help." Judy described herself as a "relatively attractive, heterosexual, single
woman" who also alluded to her single relationship status as a function of the time
commitment to college athletics. She admitted, "I haven't been able to have a significant
relationship. I wouldn't change it, but I acknowledge it."
On a more positive note, Tina described how her work at odd hours led to an
encounter with her future husband:
I could work, literally, 2417 .. .and people kind of look at me crazy. Let me give
you an example. My now husband was working second shift at the arena when I
met him at three o'clock in the morning by a soda machine. I had to make the
decision at that point if I wanted another soda or if I was going to try to go home
to get some winks. (Tina, p. 4)
Tina chose to stay and have another soda. She also acknowledged that having a spouse
who supported her career was important.
Supportive relationships are critical career supports for women (Richie et aI.,
1997; Wentling et aI., 1996,2003; White, 1995; Whitmarsh et aI., 2007) especially when
familial relationships and careers are central to women's lives (O'Neil, Hopkins, &
Bilimoria, 2008). O'Neil et aI. (2008) suggested that these social-relational supports
represent an interesting paradox in the work lives of women in that "organizational
realities demand the separation of career and life" (p. 730). Frome et aI. (2006)
concluded that women who "leak out" of the pipeline in a male-dominated industry often
do so because formal organizational policies or informal organizational culture preclude
women from maintaining a balance between work and family. Women will therefore
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abandon initial career aspirations to accommodate a desire to have a family and a career
(Frome et aI., 2006). While women in this study have not chosen to leave the field of
intercollegiate athletics, the struggle to maintain balance is a barrier they have to confront
when thinking about career expectations and goals.
Given their previous experience in professional sport, Tracy and Amanda
acknowledged college athletics offered a better opportunity for work-life balance because
they perceived college athletics to be a more family-friendly environment. Amanda did
not want her child to become a "gym rat," but felt comfortable bringing her child to an
athletic event. Several other women also suggested college athletic departments tended
to be more family-friendly, though the environment was entirely dependent on the culture
created by the athletic administration. Tina, for example, described the juxtaposition
between her current institution and an institution at which she interviewed. She said,
If I go to (West coast university), am I going to be able to supervise softball and

have my daughter right next to me cheering for them? No. As the manager, I'm
probably going to have to be in the press box where kids shouldn't be. Are they
going to allow me to bring my kid to a booster thing? No. No kids are allowed in
those things. Here at (current university) they bring their children to dinners for
our basketball team.
Tina went on to suggest the department was more family friendly because the
senior associate athletic director was a woman with children. When Fritz achieved a
high-level position in which she could make change, she instituted more equitable
policies for men and women in her department. Tina's suggestion an environment was
family-friendly because of the influence of a woman in a high position and Fritz's actions
to achieve equity raise an important question - are women victims of a male-dominated
industry culture or do they have the power to set the culture?
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Itzin and Newman (1995) found that "numbers alone" do not bring about
organizational change. Business and industry, however, are undergoing a period of
"massive cultural change" resulting in a "transformation of existing structure and
hierarchies, which open up spaces in which women can seek to influence the organization
of the future" (Itzin & Newman, p. 11). A shift in industry culture will eventually lead to
a change in organizational structure. Several participants suggested a shift in the culture
of intercollegiate athletics is occurring, but organizational structure was still identified as
a barrier to career development. The perceived cultural shift is discussed in the following
section.
Organizational structure. Organizational structure refers to factors within an
organizational context including but not limited to include organizational hierarchies and
opportunities for promotion and advancement (Lent et aI., 1994). Organizational
structure is often a function of the context of a particular industry. For example, Acosta
and Carpenter (2011) found the most common administrative organizational structure in
intercollegiate athletics was comprised of four people - one male Athletic Director, two
male assistant or associate athletic directors, and one female assistant or associate athletic
director. In other words, men outnumber women three to one in the administrative
structure. Research has shown that a male-dominated organizational structure has the
potential to perpetuate gender role stereotypes (Burton et aI., 2009; Burton et aI., 2011;
Grappendorf et aI., 2004; Grappendorf et aI., 2008). Findings of the present study
suggest gender stereotypes exist for both men and women. In terms of organizational
structure, gender role stereotypes may result in occupational sex segregation based on
perceived of characteristics of gender (Betz, 2006).
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Occupational sex segregation is an organizational process that slows the career
development of women (Maume, 1999) because women often occupy lower positions in
the organizational hierarchies in male-dominated professions (Beatty, 2007; Bielby &
Baron, 1986; Kanter, 1977). Therefore, women are limited in their abilities to learn new
skills and access networks. Research in sport management suggests sex segregation
exists in intercollegiate athletic departments (Burton et aI., 2009; Burton et aI., 2011;
Hoffman, 2010). The findings of this study, however, suggest that while women tend to
gravitate toward particular positions, they do so by choice not necessarily because of
industry culture or the perception of limited opportunities for advancement.
Studies suggest (Burton et aI., 2009; Burton et aI., 2011) characteristics associated
with soft, internal positions are more likely to be attributed to women. Internal positions
are perceived to require more communal and feminine characteristics, while external
operations including finance, budgeting, and leadership are perceived to be more
masculine (Burton et aI., 2009). Similar studies have attributed the high number of
women in internal positions to gender stereotyping and a male-dominated organizational
structure (Burton et aI., 2009; Burton et aI., 2011; Claringbould & Knoppers, 2007;
Grappendorf et aI., 2004; Whisenant et aI., 2002).
In this study, women expressed a concern about being "typecast" or
"pigeonholed" into roles pertaining areas perceived to be "soft," such as academic
advising, compliance, life skills, event management, and supervision of other internal
departments (e.g., strength and conditioning, athletic training). Interestingly, 12 of the
15 participants in this study held internal operations positions. Of the 12 participants in
internal operations positions, all expressed a greater interest in working "behind the
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scenes" or as a "number two." Participants indicated positions in internal operations
offered more interaction with student-athletes and coaches. Judy, who once aspired to be
an AD, offered:
I really like the internal aspect of (intercollegiate athletics). The interaction with
student athletes. I can do that without being an AD. I can be a senior associate or
an SW A or whatever and still do all of that internal. I don't want to lose the day to
day interaction with the students. I want to make sure that I still have that
interpersonal connection with the students, with the coaches. That's why I got into
the business in the first place.

Furthermore, they did not want the responsibility of having to make the "final"
decision or perceived their personalities to be a mismatch for a position in external
operations. These findings are similar to other studies on women in male-dominated
industries (Corby & Stanworth, 2009; Oplatka & Tamir, 2009; Richie et aI., 1997;
Wentling, 1996,2003)
While many women preferred internal operations, there was recognition that such
roles may limit networking opportunities or professional advancement. To illustrate,
Roberta expressed concern that even women holding the title of SW A do not have the
necessary skill set to advance. She perceived women were "limited" to internal
operations by a "good 01' boys" network rather than by choice:
How in an organization are you the most senior woman and you don't know what
our budget is? How do you not know what your revenue streams are? How do
you not know where the money is? Well, because it's a good old boy's network.
You have an SW A that holding title only and the good old boy's make their
decisions and shut the door.
Certainly, participants' perceived attraction to internal operations may be
attributed to societal constructions of gender roles perpetuated in a male-dominated
industry (Beatty, 2007, Eagly, 1987; Schein, 2001, 2007). If we consider the role of
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personal agency, however, it is important to note participants in internal operations
perceived those positions as more closely aligned with their personality characteristics,
career interests, and goals. Similarly, women in external operations enjoyed their roles as
"friendraisers" and in creating the "image" of their respective athletic departments.
Several studies in sport management have explored the effects of the "good 01'
boys" network (Lovett & Lowry, 1994; Stangl & Kane, 1991). The "good 01' boys"
network is perceived to contribute to a culture and structure of hegemonic masculinity
and homologous reproduction (Lovett & Lowry, 1994; Stangl & Kane, 1991; Whisenant
et aI., 2002). A few participants in this study discussed the existence of the "good 01'
boys" network, but none perceived the network was a barrier. Instead, some women
described the changing culture of intercollegiate athletics. Vera explained:
(Administrators) need to make connections with the people and feel comfortable
in when they experience and do. To be able to get out of that "I've got to be one
of the good 01 boys" mindset to be considered legitimate or credible in this
profession. (Vera, p. 15)
Despite the existence of the "good 01' boys network," there was a sense the
culture was evolving. As more women enter the field of intercollegiate athletics,
participants suggested a shift in the culture and power structure of the NCAA and athletic
departments. The shift, however, can only happen if more women are present in seniorlevel positions with decision-making responsibilities. For example, participants in this
study held 17 of the 50 (34%) assistant or associate athletic administration positions ate
their respective institutions. This proportion is higher than the most popular
intercollegiate administrative structure (three men, one woman), which may be evident of
a shift in culture.
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Several women, however, discussed feeling responsibility for changing the
industry culture from one that is male-dominated and perceived to be a "good 01' boys"
network to one that is gender inclusive. Jenny explained, "I think it's (women's) job to
change the culture and the structure. Anything I would offer you as an answer to that is
summarized by that statement." Vera, while acting as interim Athletic Director,
attempted to change the culture of her department. She explained, "We didn't have eight
0' clock

meetings because for me to get out of the house, get my kids to daycare, and be

somewhere sitting fresh at 8:00 a.m. that wasn't ideal for me. I didn't do eight o'clocks."
When Fritz, a senior deputy athletic director, reached her position in the athletic
department and assumed responsibility over human resources, she described having the
authority to evaluate policies and make appropriate changes. She said she listened to
male and female staff members and implemented family-oriented policies "fair for the
whole family. Fair for a male and fair for a female."
Because intercollegiate athletics is a male-dominated industry, so too are the
structures of intercollegiate athletic departments. In this study, however, the type of
positions women held, job responsibilities, and perceived opportunities for advancement
reflected career development as a function of choice rather than organizational structure.
Despite the increased proportion of women in athletic administration represented in this
study and the perception the culture of intercollegiate athletics is shifting, a majority of
participants perceived limited opportunities for advancement.

Limited opportunities for advancement. As discussed in the section on career
supports, opportunities for professional advancement include vertical mobility through
organizational hierarchy and/or the opportunity to develop new skill sets. The small
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number of women in intercollegiate athletic administration leads to the perception that
may only be a limited number of positions for women (Acosta & Carpenter, 2011).
Eleven women identified limited opportunities for advancement as a barrier to their
career development.
Several women spoke of accepting positions in which they had been "promised"
responsibilities within the department that would enhance their respective skill sets. Over
time, women perceived they were denied those opportunities because either the
supervisor did not wish to delegate or an administrative change in reporting lines also
changed job responsibilities. Tracy described a situation when she was hired at a midsized school in the Northeast:
The AD put me in a position where we had some issues with academics. He
wanted me to supervise (the coaches) but wasn't willing to give me the power to
supervise them. He wanted me to watch over them and do things with them but
didn't put me in a position to really be able to do it. (Tracy, p. 10)
Tracy's situation, like many others in this study, is an example of the "principle of
responsibility with equal authority" (Chelladurai, 2005). The principle of responsibility
with equal authority states, "An employee must be given the necessary authority to carry
out an assigned responsibility" (Chelladurai, p. 196)
Julian moved from a Division II school to a Division I in a major conference.
While working in Division II, Julian's position was generalized with oversight of
compliance, student services, and academics. When she arrived in Division I, the scope
of her position became more specialized. Similar to other women in this study, Julian
quickly tired of her work and felt "bored." She described herself as the "low man on the
totem pole" in both position and skill. Julian left her position to learn more and get her
"hands into other stuff." Experiences described by Tracy and Julian were echoed by
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other participants. They felt limited in their opportunities to refine or develop new skills.
Therefore, participants were likely to pursue opportunities at other institutions. For
example, Amanda explained her experience working with a major intercollegiate
marketing company:
I wasn't going to go anywhere with (marketing company), as far as my
responsibilities were concerned, unless I moved. If I moved, I would probably
have had to go back to being a sales person. I felt like this was the best
opportunity for me to grow professionally and to use what I've been able to learn
throughout my career, put and all of my focus on marketing. (Amanda, p. 9)
In a study on women in business, Wentling (2003) found women aspired to toplevel management positions. Other studies (Astin, 1984; Kanter, 1977; Wentling, 1996,
2003) suggest the perception of limited opportunities has the potential to negatively affect
career aspirations and responsibility to the organization. While the majority of
participants in the present study do not aspire to the position of Athletic Director, they do
seek some career advancement in terms of upward mobility and more advanced
responsibilities.
While Fritz advocated for moving from position to position to gain a skill set,
lateral job moves take time and have the potential to inhibit vertical job movement. If
women progress through the organizational hierarchy at a slow rate, they may be
perceived as less competent for higher-level positions (Bielby & Baron, 1986; Maume"
1999). This awareness is evidenced by the strategic timeline many women often
described when considering or accepting a new position. Judy described her second job
as a "two to three year" position, while Tracy described her assistant athletic director role
at a mid-major as a "max of four years." The perception is that if a person spends an
extended amount of time in a particular position, she has not mastered the skill set and is
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not ready to move up in an organization, or that she is complacent in her role and not
interested in developing further as a professional. While these perceptions are often
incorrect, career theorists (Lent et aI., 1994, 2000; Savickas, 2002, 2005) suggest that
judgments about individuals are predicated on perception rather than reality.
Judy suggested that women feel threatened by each other when there are only a
few positions available. She explained, "Because it is male dominated field, we feel like
we can't help the other women in our offices grow without hurting our chances, which is
wrong." Four women discussed how the role of the SW A contributed to this perception.
Jenny explained:
The SW A position has had an interesting evolution. At the risk of sounding as if I
don't appreciate the opportunities I've had, I will say to you that I'm very
conflicted about that position. I understand the role it served initially and I
appreciate that. I think that was important and so I get that people who are in
roles like mine and senior administrative positions in the athletic departments are
here because of that place holder from the previous generation as so many
departments folded together. That notwithstanding, I think it's become a bit of a
contributor to the glass ceiling because it's a place to put somebody. It's also a
position of which you can push off the operational and what are often considered
to be housekeeping elements of the department. The SW A positions, for example
in the conference I am in, tend to be Olympic sport managers and/or student
service managers, internal operations managers.
Roberta, Fritz, and Vera noted that the SWA role has become a goal for women because
it gives women a "seat at the table." Vera cautioned
I really believe it's changing but we're all fighting for that one seat, that senior
women administrator's seat. Everybody is fighting for the same seat as opposed to
really working to create more seats at the table. I think we spend the most time
competing against each other.
While Judy's perspective did not involve the role of the SWA, she shared a similar
sentiment about women:
If there are only so many openings that you can have, at some point you're going
to get beat out so you've either got to be as strong as the male candidates that
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you're competing against or you have to push the others out of the way to get to
that position.
Vera contended women must be more purposeful in helping each other, "we need
to do a much better job, as women in this field, of networking women, learning from
women, being mentored by strong women" (Vera, p. 9). Judy, however, suggested many
women - particularly "pioneer" women - often say the right things and have the best
intentions, but do not follow through with action. She offered several examples of
speaking to "strong and successful" women at conferences who indicated a willingness to
provide guidance. When Judy reached out to those women, she would not get a response.
Jenny, however, offered a positive experience she had working with another woman:
(She) was willing to share her authority and share projects and things that
otherwise would have given her greater visibility. She was willing to share that
with me, which I find incredibly generous but also is not something that enough
women do for other women. (Jenny, p. 10)
In short, women become barriers to themselves and each other when they
perceive only a few "seats" at the administrative table. Women may limit themselves if
the title of SWA is a goal. Additionally, women purport the importance of supporting
each other, yet there is a perceived dissonance between intention and action. If women
fail to support the advancement of other women, the ability to acquire new skills and
ascend through administrative ranks may slow to an interminable pace. As a result, fewer
women may reach positions with decision-making power.
Summary

In this study, participants indicated career supports as interpersonal relationships
with supervisors and mentors, professional development activities, and opportunities for
career advancement. Barriers to women's career development included elements of
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industry culture including long work hours, work-life balance, the perception of a maledominated profession. Gender and organizational structure were also identified as
barriers. Barriers are reflective of the challenges women have faced over the course of
their careers in intercollegiate athletics. For the women in this study, the respective
barriers are not yet insurmountable. The next section explores the manner in supports
and barriers influence career goals.
Career Expectations and Career Goals
It is useful to think of career development theories and the interplay of supports
and barriers discussed in this section as interpretive frameworks for understanding (a)
what career decisions women make and (b) why such decisions are made. This section
explores how those decisions affect career expectations and goals. Each support and/or
barrier - singular or combined - has the potential to influence career development,
expectations, and goals (Astin, 1984; Betz, 2004; Coogan & Chen, 2007; Lent et aI.,
1994). The exploration of supports and barriers as they pertain to career development,
career expectations, and career goals is particularly important for women. Research has
suggested women encounter issues not ordinarily faced by men as women balance
family, social, and work expectations (Astin, 1984; Betz & Fitzgerald, 1987; Coogan &
Chen, 2007; Farmer, 1976; Gottfredson, 1996; Richie et aI., 1997).
Career construction theory (Savickas, 2005) and Social Cognitive Career Theory
(Lent et aI., 1994,2000) emphasize the role of supports and barriers in career
development, but also acknowledge the role of human agency and choice. While the
choices of women may be constrained (Eccles, 1994) by personal and contextual factors,
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women still have a choice in how such factors affect career expectations and goals
(Fagenson, 1990).
Career Expectations

Before examining the findings about the manner in which women's perceptions of
career supports and barriers influence career outcome expectations, it is important to
revisit the definition of outcome expectations. Lent et al. (1996, p. 381) defined outcome
expectations as "personal beliefs about the consequences or outcomes of performing
particular behaviors." For example, women perceived the development of various skill
sets - specifically those in external operations - would lead to higher positions in the
organizational hierarchy or opportunities for more decision-making power.
Two primary categories of expectations were derived from participant interviews:
(a) job-related expectations and (b) personal expectations. lob-related expectations
included perceptions of the professional skills, effort, and commitment required for a
career in intercollegiate athletics. Personal expectations included how positive or
negative perceptions of and experiences in intercollegiate athletic administration aligned
with personal and professional goals. Moreover, barriers and supports influenced jobrelated and personal expectations.
To understand career outcome expectations, it is important to revisit the reasons
women in this study chose to pursue careers in athletic administration. During the first
few minutes of each interview, participants were asked to discuss how they came to a
career in intercollegiate athletics. Fourteen of the women were former student-athletes nine at the collegiate level, five in interscholastic athletics. All of the women described
an attraction to intercollegiate athletics through some level of being a fan, a former
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student-athlete, or working with student-athletes and coaches in various capacities
outside an athletic department.

Job-related expectations. Participants described pursuing a career in college
athletics because they wanted to help positively influence the lives of student-athletes. In
other words, women expected a career in intercollegiate athletics would provide them the
opportunity to affect the student-athlete experience. As such, participants shared jobrelated expectations that they perceived would align career expectations related to
achieving their career goals.
To be a part of intercollegiate athletics, many women described participating in
internships or entry-level positions that provided (a) interaction with student-athletes and
(b) opportunities to learn and develop skills participants perceived would make them
more marketable for the next position. Positions often required the women to take on
multiple roles including compliance, sport administration, student and academic services,
and/or event management. Julian described herself as "a one-man band." Amanda
described her experience at a small school with a "small staff, doing a whole lot of
everything. It was a good place to get your feet wet because you got your hands in
everything. "
The idea behind working in such positions was that women would build the skill
sets necessary to affect the lives of student-athletes. Roberta explained, "I actually once
said I wanted to be an AD one day because I really want to be closer to student athletes.
Well, guess what, you're not." When Donna accepted a position as an associate athletic
director, she was excited about supervising coaches. She later admitted, "Once I got the
opportunity it was like 'never mind. ", Furthermore, several participants perceived a
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more diverse skill set might also result in advancement through the athletic department.
A more advanced skill set was particularly important to women interested in becoming
Athletic Directors. For example, Vera explained:
I knew I had to develop the skills in the areas of fund raising. I knew that was
really important. I didn't have an MBA. I didn't have the business background.
But the ability to develop relationships; work with people, energetic person. I
think an effective communicator. I thought really working on the fundraising side
on behalf of the university and also the department, I thought was an area I could
develop some skills. (Vera, p. 7)
Many participants also discussed the expectation of long work hours and travel.
Still, many struggled with the balance between work and life or work and family. In
addition, participants discussed the importance of skill acquisition because they perceived
it would lead to career advancement. For the aspiring Athletic Directors, vertical
mobility was important. For other participants, advancement simply meant assuming
more responsibility with the hopes of having a voice and a seat at the table
Personal expectations. Personal expectations for work in intercollegiate athletics

were epitomized by Jenny's quote, "I thought everyone would have the student-athletes'
best interest in mind." Instead, the several women in this study suggested that the
enacted values of the NCAA direct conflict with the values the organization itself
espouses. While women recognize college athletics is a business, the fear is that studentathletes are no longer a focus; instead, the priority is financial gain. As Tracy explained,
I think particularly with some of the things we've seen in the last couple months
with the direction the NCAA is heading, particularly at the FBS level, it raises my
concerns even more about what we're doing and where we are and what the
balance is for our students .... I think that FBS is growing further and further
away from what my philosophy is on that. (Tracy, p. 11)
Women described Division I athletics as "out of control," "excessive," "too
political," "all about the money," and the NCAA as an organization moving to a "more
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business-oriented NBA model." Cindy suggested NCAA legislation is being created and
enacted too quickly "without very much thought" about consequences for student-athletes
and the viability of their respective sports. Barb referred to "stupid ass" NCAA
legislation, which suggested she felt as though NCAA policies are leading programs in
the wrong direction. Finally, Roberta indicated the state of college athletics is the result
of "a few men leading the charge and dragging us places that, in our hearts, women in
this business know is not the right way." Cindy said she felt women's athletics were
taking a backseat to men's athletics. Interestingly, women discussed feeling as though
they had a "voice" in administrative decisions of the department, yet few could offer
examples of how they were contributing to active change. Additionally, few women
could articulate attempts to bring personal and professional values in line.
Perhaps having values incongruent with an organization is not so much a barrier
in and of itself; rather it is the challenge these incongruent values pose. For the women in
this study, having values incongruent with the NCAA and, therefore, athletic
departments, contributed to them questioning their own personal career paths. If a
woman perceives the differential between her values and the values of the department to
be too great, she may chose to leave the organization or the field of intercollegiate
athletics. Judy explained, "If I don't feel like we're (college athletics) is going in the
right direction then I have to go somewhere else where I will have an impact." Such a
move would influence her ability to advance professionally. Therefore, the challenge
posed by incongruent values becomes a barrier. While the women in this study have not
chosen to leave the field yet, some have begun to question their abilities to positively
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affect student-athletes in within a structure now predicated on seemingly conflicting
values.

Career Goals
To refresh, Lent et aI. (1996, p. 381) defined career goals as "the determination to
engage in a particular activity or to affect a particular future outcome." Goals help
people organize, guide, and sustain their own behavior, while also providing a
mechanism to exercise personal agency (Lent et aI.). Supports and barriers influence the
manner in which people make decisions about future goals (Betz & Fitzgerald, 1987;
Lent et aI., 1994; Savickas 2005). Furthermore, the extent to which outcome
expectations are met has the potential to influence career goals (Lent et aI., 2000).
When asked about career goals when they began their college athletics work, only
two women mentioned the ultimate goal of achieving the level of Athletic Director. In
December 2011, those same two women said the position of Athletic Director was no
longer a career goal. As the women in this study began to build their careers in
intercollegiate athletics, nine women indicated they would like to be an NCAA Division I
Athletic Director. As careers evolved, participants' expectations and career goals shifted
from a focus on professional skill development and title attainment to an interest in
providing a contribution to their respective departments. At the time of data collection,
only four participants indicated a desire to pursue the position of Athletic Director. Eight
women stated they had no interest in being an Athletic Director at any level, while three
would consider the role at NCAA Division II or Division III institutions.
Early in her career, Judy had aspirations to be an Athletic Director, but her career
goals changed. She explained
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When I first got into the business when I was 22 years old and I was like "I'm
going to be an AD. That's what I'm going to do. I'm going to be an AD. I'm
going to be a Division I athletic director. That's what I want to do." As I've gone
through the business and I've learned more and I've experienced more me,
maybe, still keep that out there. But I really like the internal aspect of it. The
internal interaction with student athletes, the internal side of the business. I can do
that without being an AD.
Jenny explained, "I didn't come into this profession with the goal of being an Athletic
Director. I don't think that's bad or wrong ... it's just not my end goal." Similarly, Tina
described her goals as "minimal" because she did not wish to become an Athletic
Director. Tracy acknowledged, "Some people have a goal of being an Athletic Director.
I don't really feel that's me. I'mjust not good at the politics." Donna explained she spent
the first two-third of her career climbing the career ladder seeking more responsibility.
Now Donna described herself as much more focused on looking for ways to help studentathletes.
On the other hand, some women had experiences that encouraged them to pursue
the position of Athletic Director. Starting out in academic advising, Vera had few
aspirations to achieve an executive position. Over time, however, her goals changed:
Over that 16 year time period my goals changed. "Maybe, I would like to become
a director of athletics one day." So that was my path, I would say probably six,
seven years into my time at Bradley I started thinking about "You know, I may
want to take this on. I may want to take on the role of an athletic director." At that
point I started thinking how can I best get there?
As intercollegiate athletic administrators, women in this study identified two
primary career goals: (a) contribute to the development of student athletes and (b)
advance within an athletic department to a position of influence. Participants perceived
achieving a higher position and/or more responsibility in an organization would provide
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greater opportunities to have a "voice" in the departmental decision-making process;
therefore, women perceived a greater likelihood of affecting the lives of student athletes.
Jenny was particularly vocal about the importance of having a voice in the
decision-making process. For her and other participants, having a voice in the decisionmaking process meant "having some influence and not just a voice. Having some level
of responsibility that also allows me to execute and not just serve as an advisor." For
When I asked Cindy about her career goals, she simple explained, "I would like to
contribute." She further discussed that she wanted to contribute to a "better quality of life
through education, fantastic competitive experiences, through discipline, and academic
support."
Perceived barriers prevented women from feeling as though they were making a
contribution. Additionally, when women were not able to advance, they felt limited in
their abilities to have a voice in the decision-making process. Moreover, women
perceived their lack of decision-making power as prohibiting them from being able to
contribute to student-athlete development. The next section discusses how women
negotiated and coped with barriers and supports in the context of career expectations and
goals.
Negotiation and Coping Strategies
When confronted with difficult work situations, individuals "with a strong sense
of coping self-efficacy (i.e., beliefs regarding one's capabilities to negotiate particular
environmental obstacles) are more likely to persevere toward their goals" (Lent et aI., p.
46). Coping efficacy is closely related to Savickas' (2002) concept of career adaptability
with one important difference. Coping efficacy implies forward progress toward
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professional goals, while adaption suggests more of a compromise to circumstance and a
re-evaluation of career goals (Savickas, 2002).
Over the course of interviews with each participant, coping and negotiation
strategies emerged that divided the participants into two distinct groups: (a) Future ADs
and (b) Career Associates. The "Future AD" group includes the four participants who
stated, definitely, the position of Athletic Director was a career goal. "Career Associates"
(CAs) include participants who either would not commit to the Athletic Director position
being a career goal or were never interested in the position as a career goal. Future ADs
were more likely to exhibit coping efficacy (Lent et aI., 2000), while CAs tended to
compromise to circumstance (Savickas, 2002). A summary of the negotiation strategies
and coping mechanisms of career associates and future ADs is presented in Table 3.

Career associates. A few studies on women in intercollegiate athletic
administration have suggested that promotion and advancement to executive positions in
intercollegiate athletics is not a career goal for women (Grappendorf et aI., 2004; Sagas &
Cunningham, 2004b). The findings of this study support this notion. Of the 15 women
interviewed, 11 indicated minimal to no desire to pursue the position of Athletic Director.
Despite little ambition to pursue the position of Athletic Director, Career Associates
remained very passionate about working with student-athletes. This finding is similar to
a study by Smith, Santucci, Xu, Cox, and Henderson (2012), which found women in
parks and recreation were not interested in upward, or vertical, mobility but preferred
directly serving their constituents.
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Table 3
Negotiation Strategies and Coping Mechanisms of Career Associates and Future ADs
Data
Career Associates
Future ADs
Characteristics
Less definition of career path
More defined career path
Change in work priorities
Better advocates
Career stabilization
Forward-thinking
Optimistic
Coping mechanisms/
Negotiation Strategies
Career path

Skill Acquisition
Engage network of mentors and supervisors
Self-reflection
Do [want the AD position?
Do I have what it takes to get
there?
Do I really want to do what it
takes?

How do I get to the AD
position?
What will it take to get there?
What is the next best move?

As CAs progressed through their careers, career goals became less defined.
Priorities changed as women became older, developed personal lives, or felt as though
the direction of the NCAA as a governing body was increasingly suspect. Perhaps this is
a function of the "Establishment" phase of career development (Savickas, 2002).
Establishment represents stabilization in a job and career. As the social and work worlds
become more parallel, a person may seek more opportunities (e.g., greater
responsibilities, advancement, better person-environment fit) within his/her organization
or in another organization. Toward the end of the establishment stage, an individual may
begin to contemplate the "next steps" in his/her career. According to Savickas (2002),
"Individuals reach a point where taking care of what they have established, that is,
maintaining, becomes more important than advancing in new directions" (p. 179).
Other women in this study represent the "Management" phase of career
development (Savickas, 2002). During the Management stage, an individual may ask
him/herself, "Is this the career I want to pursue for the next 25 years?" It is at this stage
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that occupational responsibilities and the vocational self-concept are re-evaluated.
Savickas (2002) describes this process as "re-finding, not refining, the self' (p. 179).
Participants also described being "less driven by money" and more focused on job
responsibilities, personal growth, and support.
As Tracy discussed, "As I've gotten older, it's much more about who I work for
than what the job is, which was more important when I was younger." When Judy began
her career in intercollegiate athletics, she had a timeline - assistant AD by 30, associate
AD by 35, and eventually an Athletic Director. She no longer wants to be an Athletic
Director. Instead, Judy described being more concerned with
What kind of influence am I making? What kind of impact am I making? Where
can I make the best use of my skills and use of my time but still feel like I'm not
stagnant. I'm not going to stay here just because I'm comfortable here and I like it
here. I still want to make a difference. I want to continue to grow.
Roberta described a similar experience in which she began to consider, "How does this
job fit who I am? How does it fit in the greater scheme of what I want to be when I grow
up? What do I bring to the table now?"
Regardless of the phase, participants exhibited dimensions of career adaptability concern, control, curiosity, and confidence (Savickas, 2005). The women who expressed
a definitive goal of becoming an Athletic Director were more likely to engage in coping
efficacy. Career adaptability and coping efficacy were influenced by life themes. Life
themes influence individuals to make meaningful choices about work roles in the context
of other life roles (e.g., mother, spouse/partner, caregiver) (Eccles, 1994; Savickas,
2005).

Future ADs. Four women - Martha, Barb, Vera, and Fritz - stated they would
like to be Athletic Directors in NCAA Division I athletic departments. While these
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women described similar barriers and supports affecting their career development, they
tended to be better advocates for themselves, forward-thinking, and optimistic. Vera,
Martha, and Fritz described situations in which they asked supervisors and mentors for
more responsibility.
Fritz, a senior athletic director at a private university, has worked in her athletic
department for over two decades. During that time, she has worked with five Athletic
Directors. In each circumstance, Fritz advocated and negotiated for responsibilities that
would not only make her indispensible to the department, but would also make her a
more attractive candidate for an Athletic Director position. She described one moment in
which a new Athletic Director came in and wanted to reorganize the department. The
AD offered Fritz several options induding business operations. Business operations
entailed supervision of all departmental budgets - an area with which she had no
experience. She accepted the offer and later parlayed the experience into working with
the University's capital campaign, which entailed developing a master plan for the
construction of several athletic facilities. Fritz explained that advocating and negotiating
for responsibilities gave her "the freedom to understand a little bit more what's possible - how (I) can change things up, (I) had a much better grasp of how to make something
happen."
Vera and Martha, both pursuing intercollegiate athletics as a second career,
explained that early career experiences helped shape their interests in becoming an
Athletic Director. When each woman realized her new career goal, she engaged in a
planning process, which involved self-reflection and informational interviews with
colleagues. Vera and Martha described asking themselves introspective questions such as
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"How do I get (to the AD position)?" "What will it take to get there?" Vera and Martha
also conducted informational interviews with current Athletic Directors, including
supervisors and mentors. These two women wanted to know "What's the next BEST
move?" "How can I add football?" "What other skills do I need to acquire?" The
primary difference between future ADs and career associates was in the questions they
asked themselves and others based on their perceptions of the responsibilities of the
Athletic Director. Career associates were more likely to ask themselves "Do I want the
AD position?" "Do I have what it takes to get there?" "Do I really want to learn that
skill?"
Crant (2000, p. 436) suggested employees that "take an active role in their
approach toward work" exhibit proactive behavior. Proactive people "actively seek
information and opportunities for improving things; they don't passively wait for
information and opportunities to come to them" (Crant, p. 437). In this study, Future
ADs sought opportunities to "build" or "create." For example, a former coach and
aspiring architect, Barb described being attracted to "projects." She explained
Every place I've ever gone needed to be built and so (I'm) building it. If we're not
building, I'm bored out of my ever loving mind .... I'm more of a creator than a
competitor, there are a lot of people in this industry that sit back. (p. 16)
Similar to CAs, future ADs discussed the importance of enhancing the studentathlete experience; they were more likely, however, to focus on their career trajectories
directed toward the position of Athletic Director.

Negotiation strategies. The process of negotiating supports and barriers
contributes to an understanding of how women utilize supports to overcome barriers.
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Additionally, negotiation strategies provided insight into factors affecting career
decisions. Career Associates and Future ADs had similar career goals: (a) contribute to
the development of student athletes and (b) advance within an athletic department to a
position of influence. The difference between CAs and Future ADs was the end-point.
CAs did not feel it necessary to achieve the position of Athletic Director, while Future
ADs identified the position as a career goal. Despite differences in their career
trajectories, CAs and Future ADs negotiated supports and barriers in similar ways
including: (a) acquisition of necessary skills, (b) engaging in a network of peer and
conventional mentors and supervisors, and (c) self-reflection.

Skill acquisition. Acquiring necessary skills was identified as a critical
component to professional development. Women perceived skill acquisition to be the
first step in professional advancement. A well-developed skill set had two primary
benefits. First, "being known" for a particular expertise in, for example, compliance or
academic skills helped women feel they were the "go to" person in the department. This
built a level of trust and respect between the female administrator and student-athletes,
coaches, and colleagues. Women also described being known as the "go to" person as an
affirmation of their work and abilities. When recognized for a particular skill, women
described feeling as though they contributed to the department.
Second, women perceived skill acquisition as a way to make them more
marketable when looking for positions at other institutions. Future ADs were more likely
to acquire skills perceived to be beneficial for Athletic Directors. Martha and Vera
indicated the need to acquire skills related to supervision, facilities, fundraising, and
finance to be a viable candidate for an Athletic Director position. Currently, both women
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She hold an external operations positions which are perceived to be the positions most
suited for acquiring the skills necessary to become an Athletic Director (Hoffman, 2010,
2011). Before her current position, Fritz advocated for responsibilities such as budget
oversight and facility planning.
Though Judy explained is not sure she wants to be an Athletic Director, she
identified the two biggest hindrances to her professional advancement were lack of
fundraising experience and administrative responsibility for certain sports. Currently,
Judy does not wish to engage in fundraising. The structure of her department does not
allow for the direct supervision of sport. It is important to note that while Judy is but one
participant in this study, her lack of interest in acquiring skills specific to being an
Athletic Director is not unique. Ten of the Career Associates discussed aversions to
working with budgets or learning about facility planning. Career Associates described
having "no desire" to achieve the position of Athletic Director; therefore, it is not
surprising they did not seek to acquire skills such as fundraising, budget oversight, and
facility planning. Career Associates, however, perceived skills associated with internal
operations such as crisis management, compliance, and academic advising would lead to
more having a stronger voice in the department. Hoffman (2011) suggested skills
associated with internal operations are not perceived to be transferable to senior-level
management positions which require departmental decision-making responsibilities.
All participants perceived skill acquisition as important to achieving a level of
respect in the department. Women also described feeling "valued," "affirmed," and an
increased sense of self-confidence when they were perceived to be experts within a
particular area in the department. When Career Associates had difficulty gaining new
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responsibilities, they began to consider leaving the position for a job perceived as an
opportunity for professional growth. Donna described an experience in which she asked
for more responsibility:
I wasn't looking to get anything off my plate, I just wanted to get some more
responsibility so I could grow professionally. He wasn't interested in allowing me
to do that so it was like - well I can stay here and do what I'm doing or I can go
somewhere else.
Future ADs were more likely to observed their respective departments to determine how
and when new opportunities for skill acquisition would arise. Perhaps seeking an
opportunity to grow professionally was also an attempt to find a department in which
they would feel more valued.

Engage network of mentors and supervisors. To negotiate barriers (i.e., industry
culture, gender, organizational structure), the women in this study engaged support
networks of peer and traditional mentors, as well as supervisors, when appropriate.
According to Kram and Isabella (1985), "Individuals use and are used by their worlds

'"
through evolving relationships" Even if their path has been different from yours, as long
as it's someone you can trust and talk to. (Amanda, p. 12)
An important and interesting trend in this study, however, is the number of
women (11) who mentioned the positive role of male mentors and supervisors. It is not
clear if women consciously chose male mentors because (a) female mentors were not
available or (b) male mentors were perceived to have a better understanding of careers in
intercollegiate athletics. When discussing the role of mentors, women were more likely
to have discussions with male mentors and supervisors about career strategies, while
female mentors offered personal support. For example, Martha (p. 10) told a story about
a conversation with her mentor and supervisor, a male:
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So, when you have conversations with people about moving to the right school or
moving to the right conference, what does that really mean? What have they told
you that you need to take into account? What would be a step forward? What
would be a step backward? Here is the advice he told me, "If you want to be an
AD, (Martha), you've probably got one next step to go, so that steps becomes
increasingly important. So, you're next location and the next AD you work with
will make or break you. So you need to find the right AD, at the right place."

In fairness, some women did discuss career strategies with female mentors and
supervisors. While Betz and Fitzgerald (1987) contended that women in male-dominated
professions were not likely to have sufficient numbers to develop a significant peer
group, some studies have shown woman have capacity to build networks of their own
(Corby & Stanworth, 2009; Ely & Meyerson, 2000; Whitmarsh et aI., 2007). Women in
this study were no exception. Jane shared an example about how she engages a peer
network of women in positions similar to hers:
A group of colleagues/friends and I, about six years ago, started a winter weekend
getaway. It's all women in college athletics, all in our, to use the high school or
college sort of analogy again, in our class or grade. The point is not necessarily to
leave work behind, the point is to be able to talk about work .... It's easier to talk
to my friends who are in the business so we pick a weekend every year and that's
what we do. We talk about stuff that is going on. We share everything from how
did I deal with this or that to where do we think job openings are going to be in
the coming year. It's great and we obviously stayed connected throughout the
year as well. (Jane, p. 7)
Roberta connected with another female senior associate athletic director in her
conference to share perspectives on work and balance. She explained, "Sometimes it's
just nice to sit down with someone who will tell you to enjoy the ride." Cindy also
offered a similar example of a "fantastic group" of female conference administrators,
whom she looked to for advice. She explained that she engaged a supportive network of
women in her conference to discuss perspectives on job responsibilities and
organizational matters. Cindy felt this network was important because "knowing you're
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not on an island and there are other people going through exactly what you're going
through is terrific."
Regardless of the gender of the network or mentor, the importance of engaging a
network was clear. First, engaging a network to discuss career strategies indicates
women in this study are interested in career advancement in intercollegiate athletics.
This may result in more women in decision-making positions or women with more
decision-making power in their current roles because they have a more in-depth
understanding of the field. Second, the network is another way to maintain interpersonal
relationships, another support identified in this study.

Self-reflection. Self-reflection also played an important role in the negotiation
of supports and barriers. During self-reflection, participants tended to evaluate their
current experiences within the context of their career expectations and goals. Generally,
women engaged in self-reflection when seeking guidance from a mentor, encountering a
barrier, or considering the possibility of a change in responsibility or position. As Jenny
explained:
I'm in a bit of a place of reflection to try and figure out if steps like pursuing an
AD are what I really want to do or are what I will be drawn to because others
want that for me. I think that's a really tricky, it's too much of a demanding job to
do it because others think you would be good at it and really, really want to see a
woman in yet another AD spot or whatever. In five years maybe I'll have an
answer to that question. (Jenny, p. 16)
O'Neil and Bilimoria (2005) suggested the process of self-reflection is a
characteristic of the career phase "pragmatic endurance" or "reinventive contribution:
Similar to Savickas' (2002) Establishment phase, pragmatic endurance acknowledges the
multiple responsibilities women encounter both personally and professionally (O'Neil &
Bilimoria,2005). Career Associates were more likely to exhibit pragmatic endurance
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because they understand their career development is heavily dependent on professional
others (e.g., mentors, supervisors, colleagues) and personal others (e.g., spouses, children,
parents) (O'Neil & Bilimoria, 2005). Additionally, CAs in the phase of pragmatic
endurance are "questioning the essential centrality of careers in their lives, given the
other increasing demands on their time" (O'Neil & Bilimoria, p. 183). For example,
Tina, Julian, Amanda, Tracy, and Jane are considering their next steps. They suggested
job responsibilities, proximity to family, and work-life balance would playa significant
role in their decisions. Each of these women came to these search criteria after reflecting
on their current and previous work experiences.
Future ADs were more likely to fall into the "reinventive contribution" phase
(O'Neil & Bilimoria). They have a stable, planned career path and focus more on their
contributions to work, their families, and themselves. Future ADs like Barb, were more
likely to question the perceived job functions of an Athletic Director by asking, "Is this
how I want to spend my day?" Fritz, when presented with the opportunity to be an
Athletic Director, considered if it was the "right opportunity." For Fritz, the right
opportunity included moving to a school at which her family could reap the benefits of
tuition remission. With three daughters approaching high school and college, tuition
remission is close to a $1 million benefit. She explained:
The amount of time and the investment, personal and professional in time that it
would take to feel that I was really setting the right course at (university). I just
thought, "You know, do I want to work for the next five years just to make up a
tuition benefit."
Finally, in the "twilight" of her career, Donna found herself at a crossroads:
I was again, kind of at a point where I felt like I want to do something a little
different and it was partially - okay, what can I do kind of long term and not get
totally burned out - where can I make an impact. (Donna, p. 14)
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The process of self-reflection seems to refocus women on the fundamental reasons they
pursued a career in intercollegiate athletics - student-athletes. Self-reflection is also a
process during which women weigh supports and barriers in current and future positions.
Additionally, self-reflection is a process in which participants in this study considered the
present state of their careers, as well as future directions. As Judy offered, "It's that
debate between how much do I keep pushing my career versus how much do I stay here;
change and influence here. It's a debate I have all of the time. There is no real answer."
Summary
The findings of this study suggest career supports and barriers impact career
expectations and career goals. Participants identified supports as interpersonal
relationships, professional development activities, and opportunities for career
advancement. Barriers included the male-dominated industry culture of intercollegiate
athletics and the residual impact culture has on organizational structures in an athletic
department. Women employed negotiation strategies and coping mechanisms to manage
supports and barriers. The findings of this study are similar to those by Hite and
McDonald (2003), Wentling (1996), and Hopkins and O'Neil, (2007).
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CHAPTER V
SUMMARY AND DISCUSSION
Assistant and associate athletic directors have been identified as people "in the
pipeline" to executive positions as Athletic Directors (Grappendorf et aI., 2004;
Lapchick, 2010). Given the underrepresentation of women as Athletic Directors and the
concern that women may experience difficulty accessing those positions (Bruening et aI.,
2008; Burton et aI., 2011; Grappendorf et aI., 2004; Inglis et aI., 1996; Moore et aI., 2000;
Sagas & Cunningham, 2004a; Whisenant et aI., 2002), there is a growing need to
understand the career experiences of women in senior-level management positions in
intercollegiate athletics. Such an understanding may provide insight into how and why
experiences at the senior level influence decisions to pursue the position of Athletic
Director. Therefore, the purpose of this study was to explore the career experiences of
female senior managers in intercollegiate athletics.
Six research questions were established to examine the career experiences,
expectations, and goals of senior-level women working in NCAA Division I
intercollegiate athletic administration:
1) What factors do participants perceive as supports to their career development?
2) What factors do participants perceive as barriers to their career development?
3) How do participants negotiate supports and barriers?

4) In what ways do participants' perceptions of supports and barriers influence their
career outcome expectations?
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5) In what ways do participants' perceptions of supports and barriers influence their
career goals?
6) What coping strategies do participants employ to reconcile potential differences
between career aspirations and career realities?
Research questions were answered through in-depth interviews with 15 women who
currently hold titles of assistant athletic director or associate athletic director at NCAA
Division I institutions.
This chapter is designed to help the reader understand the career experiences of
senior-level female administrators in intercollegiate athletics. Therefore, this chapter (a)
explores the career development of female assistant and associate athletic directors
through the (b) perceptions of supports and barriers and (c) the negotiation strategies and
coping mechanisms participants employed to achieve career goals. The chapter
concludes with implications for career theorists, sport managers, and the sport
management classroom.

Exploring the Career Development of Senior-Level Female Administrators
This study explored the career experiences, expectations, and goals of senior level
female administrators in intercollegiate athletics through the lens of two career
development theories - Career Construction Theory (Savickas, 2002, 2005) and Social
Cognitive Career Theory (SCCT) (Lent et aI., 1994,2000). SCCT compliments Career
Construction Theory in that it helps build conceptual linkages between the individual, the
context of work, life themes, and the influence of perceived supportsibarriers on career
expectations and goals.
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Participation in sport and the support and involvement of family and trusted adults
helped form many of the participants' initial interest of sport as a potential career path.
Based on participants' accounts, men appeared to have a strong influence over
participants' socialization to sport and sport as a potential career path. Studies have
shown men, particularly fathers and brothers, have a strong influence on girls
socialization to sport (Dixon, Warner, & Bruening, 2008; Farrell, Fink & Fields, 2011;
Weiss & Barber, 1995) and potential careers. Participants discussed the role of female
supervisors and mentors in their careers, but offered little about the role of women before
entering the field of intercollegiate athletic administration. Socialization, however, is
only one component of the formation of a vocational personality. Cunningham et al.
(2005), Lapour and Heppner (2009), and Miller (1998) also contended the influence of
early career experiences on the formation of career interests and values.
Early career and educational experiences of women in this study influenced them
to pursue careers in intercollegiate athletic administration. Early career experiences
included internships with the NCAA or in athletic departments, graduate assistantships,
or experiences in an entry-level position in sport. For participants, early career
experiences offered a glimpse into expectations of a career in intercollegiate athletics.
They described working in departments in which they were the only female on staff, long
work hours, and the enjoyment of working closely with student-athletes and coaches.
When women decided to pursue administrative careers in intercollegiate athletics,
in part because of early experiences, nine of 15 women described a career goal of
becoming the Athletic Director for an NCAA athletic department. Participants also
identified "making a difference in the lives of student-athletes" and career advancement
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as goals. As participants' careers evolved, expectations and career goals shifted from a
focus on professional skill development and title attainment to an interest in providing a
contribution to their respective departments. Thus, at the time of data collection, only
four participants indicated a desire to pursue the position of Athletic Director. Eight
women stated they had no interest in being an Athletic Director at any level, while three
would consider the role at NCAA Division II or Division III institutions. From this data,
one cannot yet conclude whether gender is a factor in seeking a position such as Athletic
Director. Additional research is necessary to compare the career goals of women and
men in intercollegiate athletics. A more in-depth exploration of perceived career
supports and barriers, however, may help explain the shift in career expectations and
goals. The following two sections discuss perceived supports and barriers to career
development and the attainment of higher-level positions in intercollegiate athletics.
Supports and Barriers to Career Development
Barriers and supports are real features of an industry or an organizational
environment, but they are also subjective perceptions defined by an individual's lived
experience (Albert & Luzzo, 1999; August & Quintero, 2001; Astin, 1984; Kanter, 1977;
Lent et aI., 1994). In other words, the mere perception of a barrier can affect the career
decision-making process and, thus, career development (Albert & Luzzo, 1999; Lent et
aI., 1994). As such, barriers and supports (Table 4) play an influential role in the careers
of women in intercollegiate athletics.
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Table 4

Supports and barriers to women's career development in intercollegiate athletic
administration
Support
Barrier
Male-dominated industry culture
Interpersonal relationships
• Supervisors
• Gender
•
Work -life balance
• Mentors
Professional development activities
• "Grinding and pounding" (e.g.,
long work hours, travel schedules)
• Networking
Organizational structure
• Skill acquisition
Career advancement
Career advancement
• Vertical or "upward" mobility
• Increased departmental
responsibilities

Supports are factors perceived to enhance career development and influence
career choice, expectations, and goals (Albert & Luzzo, 1999; Astin, 1984; Betz &
Fitzgerald, 1987; Lent et aI., 1994; Savickas, 2002). Women in this study identified
supports to their career as (a) interpersonal relationships, (b) professional development
activities, and (c) opportunities for advancement.
Interpersonal relationships. Interpersonal relationships included relationships
with supervisors and mentors. Supervisors and mentors offered career advice and
guidance, personal support, and encouragement. Several studies on women in maledominated professions suggested the importance of interpersonal relationships for
maintaining "interconnectedness" through access to social support and balance between
life and work (Forest & Mikolaitis, 1986; Inglis et aI., 1996,2000; Richie et aI, 1997;
Sagas & Cunningham, 2004; Whitmarsh, 2007). Additionally, Kanter (1977) suggested
that the primary function of a mentor was "to make introductions or train a young person
to move effectively through the system" (p. 181). This study also found mentors and
supervisors help women navigate social, political, cultural, and structural barriers. Male
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mentors seemed to playa more critical support role to participants. Perhaps this is a
reflection of the role fathers, brothers, and interactions with other male figures played in
socialization to sport and sport as a potential career field. More research is needed to
understand the role of male and female mentors in the vocational socialization of women
in intercollegiate athletics.

Professional development activities. The role of professional development
activities in career development have been studied in varying degrees in intercollegiate
athletics (Cunningham & Sagas, 2002; Cunningham, Sagas, & Ashley, 2001; Sagas &
Cunningham, 2004). Sagas and Cunningham (2004) suggested professional development
activities included the accrual of social capital and human capital. Social capital includes
"resources acquired through individual's networks with subordinates, superiors, and
peers" (Sagas & Cunningham, p. 413). Human capital is the accrual of job-related
investments including education, experience, training, and specific competencies (Sagas
& Cunningham). In the context of this study, participants defined professional

development activities as a combination of social and human capital including
networking and opportunities to gain experience and develop skill sets.

Networking. In this study, participants perceived networks to be an important
support to career development. Networks provided opportunities to develop relationships
with peers, mentors, and potential employers in intercollegiate athletics. In this study,
participants perceived networking to be valuable to their career development. These
findings support other sport management studies which suggest participation in formal
and informal networks are particularly importance for women's advancement within
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sport organizations (Bower, 2009; Grappendorf & Henderson, 2008; Hums & Sutton,
1999; Judd, 1995; Shaw, 2006).
Research suggests that even though women can benefit from network, networks
tend to be less beneficial for women than for men (Forret & Dougherty, 2004; Kurnra &
Vinnicombe,201O). Sagas and Cunningham (2004) found that men were more likely to
"reap the benefits" (p. 419) of networking. They also suggested women might be
experiencing discrimination in the promotions process. Based on the findings of this
study, there is little evidence to suggest discrimination in the hiring and promotions
process. More research is needed, however, to understand fully the role of networking in
hiring and promotions for men and women in intercollegiate athletics.

Skill acquisition. In addition to networking, participants perceived skill
acquisition as vital to career development and success. Participants discussed the
importance of learning technical and interpersonal skills. Skills and job competencies are
critically important to career development and achieving career expectations, and goals
(Richie et aI., 1997; Wentling, 1996,2003; Whitmarsh et aI., 2007). Participants
identified technical skills such as crisis management, decision-making, effective problem
solving, budgeting and finance, compliance and eligibility, and facility operations as
critical for professional success. Participants described interpersonal skills as important
for facilitating effective communication with student -athletes, coaches, administrators,
and network contacts. Sport management researchers suggest relevant skills may include
strategic planning, personnel and human resource management, networking, budgeting,
and leadership skills (Grappendorf et aI., 2004; Knoppers & Anthonissen, 2007).
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A key finding in this study was that while skill development was deemed
important to career advancement, women who described having little to no desire to
pursue the position of Athletic Director seemed less likely to seek skill development
particularly in finance, fundraising, and budget management. Similarly, the four women
who said they would "consider" an Athletic Director position at the NCAA Division II or
Division III level rarely advocated for departmental responsibilities that would help them
develop skill sets perceived as necessary for an Athletic Director.
Conversely, two of the four women who stated a career goal of becoming an
Athletic Director had primary responsibilities in external operations including department
finances and budgets, fundraising, marketing and/or sponsorships. The skill sets (e.g.,
budgeting, fundraising, supervisory responsibility) associated with external operations are
perceived to be more transferable to executive positions (Grappendorf & Lough;
Grappendorf et al.; Hoffman; Lapchick).
Opportunities for advancement. According to research, building networks and

gaining practical experience to obtain a skill set necessary for advancement are common
themes in literature pertaining to the careers of women in sport organizations (Bower,
2008; Claussen & Lehr, 2002; Hums & Sutton, 1999; Grappendorf et aI., 2004; Hoffman,
2010; Greenhill et aI., 2009; Sagas & Cunningham, 2004). In this study, participants
defined advancement as vertical movement through the organizational hierarchy and/or
assuming more responsibilities within the department or athletic conference.
Advancement, whether conceptualized through vertical movement in an
organizational hierarchy or assuming more departmental responsibility, was contingent
upon other supports mentioned in this section. Rarely did women seek out or consider
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new positions without the guidance of a supervisor or mentor. They engaged networks to
learn about other opportunities and find support when dealing with difficult personal
and/or professional issues. All of the participants in this study attributed their career
advancement to (a) the relationships built with supervisors, mentors, and through
networks; and (b) a refined skill set.
In the present study, participants identified interpersonal relationships,
professional development opportunities, and career advancement as supports to their
career development. Career supports gave participants the confidence to assume more
job responsibility, consider new professional opportunities, and develop professional
interests. Understanding the function of career supports is important because supports
provide insight into mechanisms that help women navigate a complex industry.
Participants perceived the cultivation of interpersonal relationships and participation in
professional development activities as critical to career advancement. Studies beyond the
context of sport management (Richie et aI., 1997; Wentling, 1996,2003; Whitmarsh et
aI., 2007) and in sport management (Inglis et aI., 1996, 2000; Sagas & Cunningham,
2004; Smith et aI., 2012) also suggest the supports identified in this study are important
to women's career development. While supports are important to career development,
the identification of barriers are equally so. The next section identifies factors women
perceive as barriers to their career development.

Barriers to Career Development
Barriers are factors that can impede career development and the achievement of
career goals (Albert & Luzzo, 1999; Astin, 1984; Betz & Fitzgerald, 1987; Lent et aI.,
1994; Savickas, 2002). Participants in this study identified the male-dominated culture of
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intercollegiate athletics and its myriad challenges as barriers to career development.
Barriers included: gender, work-life balance, a culture of "grinding and pounding,"
organizational structure, and limited opportunities for advancement. The combination of
these factors in addition to extra-work responsibilities (e.g., children, spouse, parents,
friends) presented challenges to participants in their career development, expectations,
and goals.

Gender. Research suggests gender as a major barrier to career development,
particularly in male-dominated professions (Beatty, 2007; Betz & Fitzgerald, 1987;
Duehr & Bono, 2006; Schein, 2001, 2007; Wentling, 1996,2003). More specifically,
gender stereotypes have the potential to negatively affect the career development of
women (Correll, 2004; Duehr & Bono, 2006; Gregory, 2009; Schein, 2001, 2007). Sport
management research also found gender stereotypes created a barrier for women (Burton
et aI., 2009; Burton et aI., 2011; Claringbould & Knoppers, 2007; Grappendorf et aI.,
2004; Whisenant et aI., 2002).
In the present study, participants identified gender as a barrier in two ways: (a)
gender stereotypes associated with "being a woman" and (b) being adequately prepared
to assume the role of Athletic Director. Women identified experiences in which they
perceived their physical attributes or personality characteristics were viewed negatively
because they were women. Moreover, some women described feeling as though men in
positions of authority were "leery" of a woman's ability to supervise athletic programs.
While one could perceive participants' experiences as discriminatory and stereotypical,
perhaps perceptions are indicative of the fact women have not reached positions in which
they have proved competence.
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Several women in this study discussed the paradox of visibility in an athletic
department. Given that visibility has the potential to result in praise or criticism,
participants suggested the success or failure of one woman has a ripple effect on the way
in which all other women vying for similar positions will be perceived. More research is
necessary to understand the phenomenon of women's perceptions of readiness for
assuming the position of Athletic Director. Addition research on the paradox of visibility
is also important for women in intercollegiate athletic administration, as well as for
women in male-dominated professions.

Work-life balance. Participants identified long workdays, weekend
commitments, travel requirements, and other after-hours engagements (e.g., fundraisers,
community benefits) as challenges. For some, the long work hours contributed to bum
out or boredom, while other participants described stress-related health problems. Some
of the health problems included insomnia, hives, high blood pressure, and anxiety. In
addition, long work hours, irregular schedules, and travel requirements, participants in
the study suggested the time commitment required for intercollegiate athletics contributed
conflict between their roles as employees and family members.
Work-family balance has received a great deal of attention in the sport
management literature (Bruening & Dixon, 2007; Bruening et aI., 2008; Dixon &
Bruening, 2005; Dixon & Bruening, 2007; Greenhill et aI., 2009; Inglis et aI., 2000).
Seven of the women in this study had children and discussed the difficulty of balancing
work and family; they considered moving to positions with more regular work hours or
less responsibility in order to manage the demands of work and family. Of the eight
women who did not have children, six acknowledged the struggle facing women with
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families. While women who were married and/or had children struggled with work-life
balance, only one considered "taking a step back" in administrative responsibilities or
leaving the field.
Several participants spoke of women they knew who left the field because
struggles due time commitment and/or work-family balance, but only four participants
indicated potentially leaving intercollegiate athletics in the next five years. Their plans,
however, were not definitive. In fact, when asked about career plans in the next five
years, 13 participants discussed some type of career advancement in intercollegiate
athletics in either title and/or administrative responsibility.

Organizational structure. Several women in this study expressed concern they
would be "typecast" or "pigeon-holed" into positions traditionally held by women in
athletic departments. Type-casting of occupational roles is a process known as
occupational sex segregation (Bieby & Baron, 1986), and has been identified as a
common practice in male-dominated industries, including intercollegiate athletics. For
examples, in studies by Grappendorf et al. (2004), Lapchick (2011), the NCAA (2010),
and Whisenant et al. (2002) women were more likely to be over-represented in operations
internal to the athletic department, while men held a greater proportion of positions in
external operations. These studies, however, fail to consider the role of individual
agency. Individual agency suggests the individual has a choice in how organizational
structures affect career expectations and goals. While the choices of women may be
constrained (Eccles, 1994) by personal and contextual factors, women still have a choice
in how barriers and supports affect career expectations and goals (Fagenson, 1990). The
women in the present study are no exception.
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For example, 12 women in this study held positions in internal operations.
Participants indicated positions in internal operations offered more interaction with
student-athletes and coaches. Several participants in internal operations indicated they
had little interest in external positions because they enjoyed working "behind the scenes"
or in a "number two" position. In fact, only two participants who had internal operations
responsibilities expressed the desire to pursue the position of Athletic Director. Women
in internal positions explained they did not want the responsibility of having to make the
"final" decision or perceived their personalities to be a mismatch for a position in
external operations.
Metaphorically speaking, it might be useful to compare the athletic department to
a house. Internal operations represent day-to-day "housekeeping" responsibilities inside
of the house. External operations take care of the external parts of the home such as the
yard. In essence, external operations are responsible for the departmental "curb appeal."
With this metaphor in place, participants' perceived attraction to internal operations may
be attributed to societal constructions of gender roles perpetuated in a male-dominated
industry (Beatty, 2007, Eagly, 1987; Schein, 2001,2007). If we consider the role of
individual agency, or choice, it is important to note participants in internal operations
perceived those positions as more closely aligned with their personality characteristics,
career interests, and goals. Similarly, women in external operations enjoyed their roles as
"friendraisers" and in creating the "image" of their respective athletic departments.
Therefore, more research is necessary to explore the interaction between individual
agency and the perception of gendered organizational structure in athletics.
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Barriers and supports are real features of an industry or an organizational
environment, but they are also subjective perceptions defined by an individual's lived
experience (Albert & Luzzo, 1999; August & Quintero, 2001; Astin, 1984; Kanter, 1977;
Lent et aI., 1994). In other words, the mere perception of a barrier can affect the career
decision-making process (Albert & Luzzo, 1999; Lent et aI., 1994). Barriers and
supports play an influential role in the careers of women in intercollegiate athletics.
Barriers are reflective of the challenges women have faced over the course of their
careers in intercollegiate athletics. Supports were critical factors in helping women
overcome barriers. For the women in this study, the respective barriers are not yet
insurmountable. The next section begins with a discussion on participants' career
expectations and goals, then explores the manner in which women invoke supports to
negotiate barriers
Career Expectations and Goals

It is useful to think of the career development theories and the interplay of
supports and barriers discussed in this section as interpretive frameworks for
understanding (a) what career decisions women make and (b) why they make these
decisions in the context of career expectations and goals. Each support and/or barrier singular or combined - has the potential to influence career development, expectations,
and goals (Astin, 1984; Betz, 2004; Coogan & Chen, 2007; Lent et aI., 1994). The
exploration of supports and barriers as they pertain to career development, career
expectations, and career goals is particularly important for senior level women in
intercollegiate athletic administration. Understanding the experiences of women at this
level may help researchers and practitioners understand (a) why there are so few female
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Athletic Directors as well as (b) the type of environment in which women's careers may
flourish.
Expectations. Two primary themes were derived after examining outcome
expectations: (a) job-related expectations and (b) personal expectations. Job-related
expectations included perceptions of the professional skills, effort, and commitment
required for a career in intercollegiate athletics. Participants described early career
experiences in which they "wore many hats." More often than not, assuming multiple
roles and responsibilities required extended work hours, odd work schedules, and/or
travel on nights and weekends. While the long work hours and odd schedules could
prove challenging, participants offered they expected to work extended hours when
entering the profession.
Several participants also acknowledged they knew they would be working in a
male-dominated profession when choosing a career in intercollegiate athletics. Women
who experienced gender stereotyping addressed it passively. In other words, they
perceived it to be a product of a male-dominated environment and seemed to expect to
encounter such behavior in an intercollegiate athletic environment. As a result,
participants were likely to attribute gender stereotypes to a "good 01 boys" network,
which has the potential to reinforce traditional social and work role by perpetuating
perceptions of power and status (Correll, 2004). Interestingly, participants in this study
acknowledged the feeling that the "good 01' boys" culture was changing, but they
perceived women were primarily responsible for such change. Jenny offered:
I like to say that the women who came before us, changed the landscape. It's our
job to change the culture. Anything I would offer you as an answer to that is
summarized by that statement. (Women are) around and we're here and we're
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present but the culture doesn't necessarily always reflect that.
Personal expectations included the manner in which positive or negative
perceptions of and experiences in intercollegiate athletic administration align with
personal and professional goals. Several participants indicated they expected a career in
intercollegiate athletics would provide them the opportunity to affect the student-athlete
experience. Furthermore, they expected "everyone to have the student-athletes' best
interests in mind. Many participants, however, described feeling the NCAA and athletic
departments are "moving in the wrong direction." As such, participants began to
reconsider their career paths in intercollegiate athletic administration.
Career goals. The literature on career development suggested that individuals
encounter barriers internal and external to an organization (Astin, 1984; Betz &
Fitzgerald, 1987; Lent et aI., 1994). Many individuals encounter internal and external
barriers simultaneously. Women, in particular, may develop coping strategies to
negotiate personal and contextual factors unique to their gender (Astin; Betz &
Fitzgerald; O'Neil & Hopkins, 2007). For example, the findings of the present study
suggest women have encountered barriers such as gender stereotypes and inability to
access networks or develop skills. Components of industry culture including navigating a
male-dominated profession and contending with work-life balance also affected career
expectations and goals. Women either successfully negotiated barriers by engaging
supports or continued to grapple with the balance between personal and professional
obligations.
As intercollegiate athletic administrators, women in this study identified two
primary career goals: (a) to contribute to the development of student athletes and (b)
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advance within an athletic department to a position of influence through either title or job
responsibilities. Participants perceived achieving a higher position and/or more
responsibility in an organization would provide greater opportunities to have a "voice" in
the departmental decision-making process and, therefore, a greater likelihood of affecting
the lives of student athletes. Perceived barriers prevented women from feeling as though
they were contributing to the student-athlete experience. Additionally, when women
were not able to advance, they felt limited in their abilities to have a voice in the
decision-making process. Moreover, women perceived their lack of decision-making
power as an inability to contribute to student-athlete development.
Barriers and supports are real features of an industry or an organizational
environment, but they are also subjective perceptions defined by an individual's lived
experience (Albert & Luzzo, 1999; August & Quintero, 2001; Astin, 1984; Kanter, 1977;
Lent et aI., 1994). That is, mere perception of a support and/or barrier can affect the
career decision-making process (Albert & Luzzo, 1999; Lent et aI., 1994). Vocational
personality, career adaptability, and life themes (Savickas, 2005) affect the manner in
which women negotiate barriers and/or supports in the context of career expectations and
goals.

Negotiation of Barriers and Supports
The process of negotiating supports and barriers contributes to an understanding
of how women utilize supports to overcome barriers. Additionally, negotiation strategies
provided insight into factors affecting career decisions. Although participants negotiated
supports and barriers in several ways, three major themes still emerged: (a) acquire
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necessary skills, (b) engage a network of lateral and traditional mentors and supervisors,
and (c) self-reflection.

Acquiring necessary skills. Participants perceived skill acquisition as an
important component to career advancement. More importantly, women perceived the
acquisition of skills as the ultimate support. In other words, women felt if they had a
strong work ethic and could learn new skills, they would advance through the
organizational hierarchy. If vertical advancement was not the goal, the process of
"continual learning" seemed to aid in job satisfaction.
Corby and Stanworth (2009) and Wentling (2003) found that opportunities to
acquire skills and experience were vitally important to women seeking or already in
management positions. Furthermore, skills and job competencies are critically important
to career development, expectations, and goals (Richie et aI., 1997; Wentling, 1996,
2003; Whitmarsh et aI., 2007). Developing skills and competencies can increase
performance quality, self-efficacy, and the likelihood women will persist in the face of
barriers (Betz, 2004; Wentling, 2003). Several women in this study mentioned feelings
of increased self-confidence when they assumed more responsibility and described
feeling affirmed when colleagues recognized them for their work.

Engaging a network. Another form of negotiation included engaging a network
of mentors and supervisors to discuss career strategies and career concerns. O'Neill et aI.
(2004) suggested seeking career guidance could result in rapid career advancement and
development for women. The findings of this study suggest participants are interested in
career advancement in intercollegiate athletics, but definitions of advancement differ.
Regardless of definition, such an interest in career advancement may result in more
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women in decision-making positions or women with more decision-making power in
their current roles because they have a more in-depth understanding of the field. Second,
the network is another way to maintain interpersonal relationships, another support
identified in this study. The relationships women developed through networks and
mentoring were important to helping women manage career experiences, expectations,
and goals. Participants described networks that were sources of camaraderie,
commiseration, and change.

Self-reflection. Self-reflection also played an important role in the negotiation of
supports and barriers. During self-reflection, participants tended to evaluate their current
experiences within the context of their career expectations and goals. Generally, women
engaged in self-reflection when seeking guidance from a mentor, encountering a barrier,
or considering the possibility of a change in responsibility or position. O'Neil and
Bilimoria (2005) suggested the process of self-reflection is a characteristic of the career
phase "pragmatic endurance" or "reinventive contribution: Similar to Savickas' (2002)
Establishment phase, pragmatic endurance acknowledges the multiple responsibilities
women encounter both personally and professionally (O'Neil & Bilimoria, 2005).

Coping Strategies
To reconcile the differences between career expectations and goals, participants
engaged in coping strategies. Coping strategies are designed to reduce the perception of
conflict between the individual and the structure in question (e.g., work, family,
organizational policies; Lent et aI., 2000; Savickas, 2002). Strategies emerged that
divided the participants into two distinct groups: (a) career associate athletic directors
(Career Associates) and (b) Future ADs. "Career Associates" (CAs) include participants
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who either would not commit to the Athletic Director position as a career goal or were
never interested in the position as a career goal. In addition, CAs were more likely to
adapt their career expectations and goals based on the supports and barriers they
encountered. The "Future AD" group includes the four participants who stated,
definitely, the position of Athletic Director was a career goal. Future ADs were more
likely to exhibit coping efficacy (Lent et aI., 2000), while CAs tended to compromise to
circumstance (Savickas, 2002). Coping efficacy implies forward progress toward
professional goals (Lent et aI., 2000), while adaption suggests more of a compromise to
circumstance (Savickas, 2002).

Career associates. A few studies on women in intercollegiate athletic
administration have suggested that promotion and advancement to executive positions in
intercollegiate athletics is not a career goal for women (Grappendorf et aI., 2004; Sagas &
Cunningham, 2004b). The findings of this study support this notion. Of the 15 women
interviewed, 11 indicated minimal to no desire to pursue the position of Athletic Director.
As women progressed through their careers, career goals became less defined and less
directive. Priorities changed as women became older, developed personal lives, or felt as
though the direction of the NCAA as a governing body was increasingly suspect.
Perhaps this is a function of the "Establishment" phase of career development
(Savickas, 2002). Establishment represents stabilization in a job and career. During this
stage, an individual seeks to implement a vocational self-concept. During establishment,
the vocational self-concept becomes more congruent with the requirements of the social
and vocational worlds. As the social and work worlds become more parallel, a person
may seek more opportunities (e.g., greater responsibilities, advancement, better person-
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environment fit) within his/her organization or in another organization. Toward the end
of the establishment stage, an individual may begin to contemplate the "next steps" in
hislher career. According to Savickas (2002), "Individuals reach a point where taking
care of what they have established, that is, maintaining, becomes more important than
advancing in new directions" (p. 179).
Other women in this study represent the "Management" phase of career
development (Savickas, 2002). During the Management stage, an individual may ask
himlherself, "Is this the career I want to pursue for the next 25 years?" It is at this stage
that occupational responsibilities and the vocational self-concept are re-evaluated.
Savickas (2002) describes this process as "re-finding, not refining, the self' (p. 179).
Career associates described being "less driven by money" and more focused on job
responsibilities, personal growth, and support. As Tracy discussed, "As I've gotten older,
it's much more about who I work for than what the job is, which was more important
when I was younger."
Wentling (1996) suggested women lowered career aspirations when they
encountered barriers such as family responsibilities, burnout, or lack of company
commitment to professional advancement. While Career Associates and Future ADs
encountered similar challenges and engaged in different coping strategies, it is difficult to
conclude that CAs "lowered" their aspirations. Instead, findings of this study suggest the
role of individual agency in career development. For example, some CAs discussed
accepting a new job to be closer to family for enhanced work-life balance. Other CAs
described seeking out positions that would allow a closer connection to student-athletes.
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Many CAs perceived advancing in the organizational hierarchy would give them
less opportunity to directly affect the student-athlete experience. In short, CAs made
career choices that would align their personal and professional career goals and values.
None of the women in this study described feeling as though they "lowered" their
expectations or career goals. Many, however, admitted to reconsidering their career
expectations and goals based on experiences in their personal and professional lives.
This finding is supported by research by Hite and McDonald (2003), which found women
adjust career aspirations and goals due to life circumstance.
Future ADs. Four women stated they had a career goal to be an Athletic Director
in NCAA Division I athletic departments. While these women described similar barriers
and supports affecting their career development, they tended to be better advocates for
themselves, more forward-thinking, and optimistic. Vera, Martha, and Fritz described
situations in which they asked supervisors and mentors for more responsibility. They
also engaged in a process of career planning which involved self-reflection and
discussions with colleagues of varying experience levels within Division I athletic
administration. In other words, Future ADs perceived and actively pursued opportunities
for advancement.
Studies (Hopkins & O'Neil, 2007; Wentling, 2003) suggest the perception of
more opportunity in a new company and more on-the-job time commitment tended to
increase a woman's aspiration to higher levels of management (Hopkins & O'Neil, 2007;
Wentling, 2003). We cannot conclude from the findings of this study that more
opportunity and commitment increased aspirations to higher levels of management. We
can conclude, however, that the women in this study who aspired to the position of
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Athletic Director engaged in coping strategies that positioned them to achieve their career
goals.
Future ADs were more likely to acquire skills perceived to be beneficial for
Athletic Directors. Such skills included supervision, facility planning, and fundraising.
Future ADs have a stable, planned career path and focus more on their contributions to
work, their families, and themselves. When considering the next steps in their career
paths, Future ADs asked themselves, "How do I get (to the AD position)?" "What will it
take to get there?" They wanted to know "What's the next BEST move?" "How can I
add football?" "What other skills do I need to acquire?" Additionally, Future ADs were
more inclined to discuss financial aspects (e.g., salary, tuition benefits) of ajob.
The primary difference between Future ADs and Career Associates was in the
questions they asked themselves and others based on their perceptions of the
responsibilities of the Athletic Director. Career Associates were more likely to ask
themselves "Do I want the AD position?" "Do I like the responsibilities ADs have in a
department?" "Do I have what it takes to get there?" "Do I really want to learn that
skill ?"
Summary. Participants in this study negotiated barriers and supports through
various coping strategies. Coping strategies helped participants align their personal and
professional goals, though many participants - particularly CAs - continued to struggle
with barriers both internal and external to the organization. While multiple studies
attribute organizational barriers to the lower number of women in intercollegiate athletic
administration or a male-dominated industry culture, it is imperative that we remember
the role of individual agency. In other words, the individual has a choice in how supports
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and barriers affect career expectations and goals. The majority of participants used
language including "choice," "I chose," or "I wanted" when discussing career decisions.
Therefore, each woman exercised individual agency in her career decisions.

Implications
The implications for this study are divided into four sections including
implications for (a) career development theorists, (b) sport managers, (c) the sport
management classroom, and (d) future researchers.

Implications for Career Development Theorists
This study contributes to theoretical literature in several ways. First, this study is
unique in that it combined Career Construction Theory (Savickas, 2002, 2005) and Social
Cognitive Career Theory (Lent et ai., 1994, 2000) to provide a better understanding of the
dynamic interplay between the individual, work context, and personal life themes on
career experiences as they influence career expectations and goals.
Second, the findings of this study shed light on the social contexts and variables
contributing to the construction of personal and professional identities (Astin, 1984; Betz
& Fitzgerald, 1987; Coogan & Chen, 2007; Fagenson, 1990; Forrest & Mikolaitis, 1986)

of women in intercollegiate athletic administration. In other words, this study extends
what is known about supports and barriers contributing to the career development of
women in a male-dominated industry, specifically NCAA Division I intercollegiate
athletics. It also provides a more in-depth look at how women negotiate barriers and
engage supports in the pursuit to achieve personal and professional career expectations
and goals. As Career Associates progress through careers in intercollegiate athletics,
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career goals and aspirations seem to plateau or become less clear. Conversely, Future
ADs discussed strategic plans to achieve the career goal of Athletic Director.
As suggested by career development theorists (Astin, 1984; Eccles, 1994; Lent et
aI., 1994,2000; Savickas, 2002, 2005), it is important to understand the choices made
within the context of career development. Supports and barriers affect women differently
and at different stages of their careers. Additionally, barriers may prove challenging
when career expectations and career goals become less clear. It is difficult to predict,
however, how and when barriers present the most challenge because contextual factors at
work and outside of work occur in combinations unique to each woman.
In short, this study provides a better understanding of the dynamic processes
contributing to women's career experiences, expectations, and goals in intercollegiate
athletic administration. Furthermore, the findings of this study, can help women be more
proactive in personal and career decisions in anticipation of perceived career barriers and
supports. Finally, The findings of this study, however, can help women and men be more
proactive in personal and career decisions in anticipation of perceived career barriers.

Implications for Sport Managers
More women work in intercollegiate athletics than ever before, yet the proportion
of women as senior- and executive-level managers in general is declining (Acosta &
Carpenter, 2010; Lapchick, 2010). Previous research in sport has suggested that
increasing the proportion of women in the senior management (i.e., assistant and
associate athletic directors) "pipeline" would result in more female Athletic Directors
(Moore, 2008; Whisenant et aI., 2002). Studies have found that career satisfaction may
result in the retention of women in intercollegiate athletic administration (Inglis et aI.,
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1996, 2000). With fewer women likely to exit the profession, the proportion of women in
administration may increase, leading to more role models/mentors, and greater
networking opportunities.
Athletic departments and professional organizations such as the NCAA, National
Association of Collegiate Women Athletic Administrators, (NACWAA), and National
Association of Collegiate Directors of Athletics (NACDA) dedicated to promoting the
professional development of administrators need to be particularly attentive to
understanding women's career expectations and goals. The findings of this study suggest
not all women strive to attain the position of Athletic Director due to personal obligations
and professional interests. Regardless of career goals, women can benefit from
conference programs and seminars geared toward skill development and building
networks. Moreover, professional development opportunities (ex - Women's Leadership
Symposium, NACWAA HERS) have the potential to connect women with mentors and
collegial networks that can offer career guidance and are supportive of their personal and
career goals.
Sagas and Ashley (2001) found that a positive work environment (e.g., collegial
support, inclusion, work conditions) may help retain female coaches. The findings of this
study also suggest a positive work environment may reduce the influence of career
barriers. More specifically, it is important for men and women working in intercollegiate
athletics to understand women are not "fighting for one seat at the table." Male and
female administrators should work to create more seats the proverbial "table." Studies
have shown organizations with a more diverse (i.e., gender and race) staff are more
productive (Catalyst, 2011; Claringbould & Knoppers, 2008; Elstad & Ladegard, 2010).
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As previously discussed, several women in this study perceived a shift in the maledominated culture of intercollegiate athletics to one that is more inclusive of gender.
Therefore, both men and women in decision-making positions should consider
developing and implementing policies designed create a more inclusive environment,
which encourages professional development and the integration of work and life roles
(O'Neil, Bilimoria, & Saatcioglu, 2004). Formal inclusive policies may include parental
leave and access to benefits. Informal policies may require a shift in organizational
culture to one that is more inclusive of families. Such a shift may include familyfriendly departmental picnics or a supervisor's support of children at athletic and
departmental events.

In a similar vein, many participants suggested the NCAA should reconsider the
purpose and role of the Senior Woman Administrator. Several participants understood
the historical significance of the SW A role, but perceived it contributed to the "glass
ceiling" for women in intercollegiate athletic administration. In other words, women
perceived the only position in which women could be influential was the Senior Woman
Administrator, even though the SW A is not a "line" position on an athletic department,
but rather an NCAA designation. Only one woman at each school can hold the SWA
title, but the SW A should not be the only role for women in intercollegiate athletic
administration.

Implications for the Sport Management Classroom
Nearly 350 undergraduate and graduate sport management programs exist around
the world (NASSM, 2012). Several sport management scholars (DeSensi, Kelley,
Blanton, & Bleitel, 1990; DeSensi, 1994; Hums, 1994; Moore, 2008; Moore, Parkhouse,
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& Konrad, 2004; Parks & Roberton, 2002) and scholars from other disciplines (Leverett,

Parker, & McDonald, 2007; Levsen, Goettel, Chong, & Farris, 2001) have argued that
obtaining equity in the workplace begins with obtaining equity in the classroom. The
academic classroom provides many opportunities to discuss and explore the
organizational culture of intercollegiate athletics. Furthermore, addressing perceived
barriers and supports in the classroom environment could help prepare all students
interested in intercollegiate athletic administration for the experiences they may face. It
should be noted, however, that perceived barriers and supports might influence an
individual's intention to pursue a career in intercollegiate athletics (Cunningham et al.
2005).
While several women in this study suggested women were responsible for
changing the culture, the classroom offers an opportunity for both young men and women
to discuss and explore change in intercollegiate athletic departments. Furthermore, the
classroom offers an environment to discuss and break down stereotypes about the
intercollegiate athletic environment and culture. Valuing differences and personal
experiences promotes awareness, tolerance, and intrapersonal and interpersonal
development (DeSensi, 1994). Educational programs can help foster a multicultural
environment (DeSensi, 1994; Moore 2008; Moore, Parkhouse, & Konrad, 2004).
Second, many sport management academic programs require students to
participate in volunteer activities or internships before graduation. Educators and
practitioners can use these opportunities to promote participation with organizations that
have a reputation for gender equity and inclusion. Additionally, educators and
practitioners can help students establish networks and positive learning partnerships (see
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King & Baxter-Magolda, 2004). The Learning Partnership Model (King & BaxterMagolda, 2004) is useful in helping students achieve their personal and professional
goals in the context an organization or society. Learning partnerships require the student
and professor or student and practitioner to engage in a mutual partnership of learning
and discovery (King & Baxter-Magolda, 2004). The Learning Partnership Model offers
educators the unique opportunity to work with students to identify their career interests,
aspirations, and goals. In addition, students have the opportunity to explore career
interests and potentially redefine aspirations and goals based on their early career
experiences (Cunningham et aI., 2005).
Third, Moore et aI. (2004) suggested that the under-representation of women in
sport organization managerial positions might be improved by increasing the number of
women in sport management preparation programs. Furthermore, DeSensi (1994)
contended that the "recruitment and retention of culturally diverse students" (p. 69) are
necessary steps in valuing diversity in education and the future sport industry. Hancock
and Hums (2011) found that percentage of women enrolled in undergraduate Sport
Management academic programs remains below 25%. Therefore, faculty must become
more proactive at recruiting and retaining women in sport management programs.
Faculty members are responsible for creating academic and professional environments in
which both men and women can thrive.
Directions for Future Research

This study explored the career development of senior-level women in
intercollegiate athletic administration through the lens of Career Construction Theory
(Savickas, 2002, 2005) and Social Cognitive Career Theory (Lent et aI., 1994, 1996,
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2002). Using career development frameworks offers a fresh perspective on the
experiences of women in a male-dominated profession, specifically college athletics.
Women identified personal characteristics and contextual factors as supports and/or
barriers to their respective career paths. Examining the career development of seniorlevel women in intercollegiate athletics provides several areas that would benefit from
future study including: (a) the role of value incongruence, (b) a more in-depth evaluation
of the SW A title, (c) the organizational structures of athletic departments, and (d) a
comparative study of the career development of men in intercollegiate athletics.
Value incongruence. Women entered intercollegiate athletic administration
because they felt strongly about supporting the growth and development of the studentathlete. As the participants progressed in their careers, they became increasingly more
concerned that the focus of intercollegiate athletics was shifting from a focus on the
student to a focus on money. As a result, some of the women considered leaving the
field, though none expressed intention to do so. At what point, however, do incongruent
values lead to attrition from the field? Are men also experiencing incongruent values
based on the perceived direction of intercollegiate athletics? Does value incongruence
lead to lower levels of motivation and performance? More research is needed to answer
these questions.
Role of the Senior Woman Administrator. Several women addressed the role of
the Senior Woman Administrator. While women understood the historical importance of
the position, many felt as though it aided in the perception of a "glass ceiling." While the
appearance of a "glass ceiling" has not deterred the women in this study from pursuing a
career in intercollegiate athletics, there was a concern that the title of SW A would
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become a career goal for women, rather obtaining the position and responsibilities of an
Athletic Director. Studies have explored the SWAin terms of roles and responsibilities
(Hoffman, 2010; Tiell & Dixon, 2008), decision-making power (Claussen & Lehr, 2002;
Grappendorf et aI., 2008), and supervisor support (Sagas & Cunningham, 2004).
Additional research is necessary to understand how men and women perceive the
function of the SW A and its importance to the organizational structure of an
intercollegiate athletic department.

Organizational structure. Organizational structure includes vertical mobility,
role of the supervisor, and work responsibilities. The number of employment
opportunities in intercollegiate athletics is finite. Vertical mobility in the administration
of intercollegiate and professional sport organizations is limited (Acosta & Carpenter,
2010; Lapchick, 2009; Sagas & Ashley, 2001). While a few women mentioned the lack
of vertical mobility, the majority discussed the role of the supervisor as either a support
or barrier. Finally, organizational structure was also perceived as a support and/or barrier
to skill acquisition and diversification. Women feared that they would be "pigeon-holed"
or "typecast" into positions perceived to be "soft," such as compliance, academic
advising, and event management, yet the majority of women in this study held "soft"
internal positions. All participants agreed that external operations including marketing
and promotions, development and fundraising, and budgeting were skills essential to
advancement. Many career associates, however, were not interested in assuming
responsibilities in external operations.
Kanter (1977) suggested organizational structure rather than gender precludes a
woman's advancement through an organization. In other words, the inability to develop
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a more marketable skill set is dependent upon the position a person holds in the
organizational hierarchy. Schein (200 I, 2007), however, suggested gender stereotyping
of managerial positions contributes to hiring, placement, and promotion. Findings in this
study suggest both gender and organizational structure playa role in perpetuating gender
stereotypes. Therefore, more research is necessary to explore and understand the manner
in which work responsibilities are divided among assistant and associate athletic
directors, specifically by gender.

Men in intercollegiate athletics. Women identified gender as a barrier to career
development. Research on women in intercollegiate athletics also suggests gender as a
barrier to professional growth and advancement (Burton et aI., 2009; Burton et aI., 2011;
Grappendorf et aI., 2004; Whisenant et aI., 2002). Other studies suggest power is
gendered and favors men in sport organizations (Knoppers & Anthonissen, 2007; Sartore
& Cunningham, 2006). To better understand the role of gender in intercollegiate athletics

administration, it is important to also understand the career development of men. Until
we explore the career experiences of men, and examine areas such as values
incongruence or work-family balance for example, it is difficult to determine adequately
assess the role of gender in the career development of individual's pursuing careers in
intercollegiate athletics.

Conclusion
This study explored the career experiences of female assistant and associate
athletic directors in NCAA Division I athletic departments through career development
frameworks of Career Construction Theory and Social Cognitive Career Theory. This
study adds to the limited literature on the experiences of women in the administrative
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"pipeline" of intercollegiate athletics. Furthermore, this study provided insights and
perspectives of women currently working in intercollegiate athletics. It offers a depiction
of the career experiences of 15 women who described the importance of career supports
and the negotiation of barriers in the pursuit of career expectations and goals.
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APPENDICES
Appendix A

Recruitment Letter
October 5,2011

Dear _ __
You are being invited to participate in a research study career experiences and
expectations of female assistant and associate athletic directors in intercollegiate
athletics. The purpose of this study is to examine the career experiences of women in
intercollegiate athletics, as well as how those experiences influence career expectations
and goals. I am requesting one interview of approximately 90 minutes, a copy of your
most recent resume, and a short description of your day-to-day responsibilities as an
assistant or associate athletic director. The interviews will take place in November and
December. There are no known risks for your participation in this research study. The
information collected may not benefit you directly. However, the information you
provide will help professionals and academics understand the experiences of women
currently in assistant and associate athletic director positions. Additionally, the
experiences you share will also help women seeking such positions understand the
personal and professional challenges and benefits accompanying senior level positions.
All data collected from participants will be stored at the University of Louisville.
Participant files will be kept in a secured office in a locked file cabinet. Electronic data
including digital recording of interviews, participant correspondence, and interview
transcripts will be kept on a password protected computer.
Individuals from the Department of Health and Sport Sciences, the Institutional Review
Board (IRB), the Human Subjects Protection Program Office (HSPPO), and other
regulatory agencies may inspect these records. In all other respects, however, the data
will be held in confidence to the extent permitted by law. Should the data be published,
your identity will not be disclosed.
Taking part in this study is voluntary. By participating in the interview you agree to take
part in this research study. You do not have to answer any questions that make you
uncomfortable. You may choose not to take part at all. If you decide to be in this study
you may stop taking part at any time. If you decide not to be in this study or if you stop
taking part at any time, you will not lose any benefits for which you may qualify.
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If you have any questions, concerns, or complaints about the research study, please
contact: Meg Hancock at (502) 852-8297 or Dr. Mary A. Hums at (502) 852-5908.

If you have any questions about your rights as a research subject, you may call the
Human Subjects Protection Program Office at (502) 852-5188. You can discuss any
questions about your rights as a research subject, in private, with a member of the
Institutional Review Board (IRB). You may also call this number if you have other
questions about the research, and you cannot reach the research staff, or want to talk to
someone else. The IRB is an independent committee made up of people from the
University community, staff of the institutions, as well as people from the community not
connected with these institutions. The IRB has reviewed this research study.
If you have concerns or complaints about the research or research staff and you do not
wish to give your name, you may call 1-877-852-1167. This is a 24 hour hot line
answered by people who do not work at the University of Louisville.
Sincerely,
Mary A. Hums, Ph.D.
Professor, Sport Administration
University of Louisville

Meg Hancock
Ph.D. Student
University of Louisville
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Appendix B

Solicitation Email

November 29, 2011
Good morning, (participant) -As partial fulfillment of my Ph.D. in Educational Leadership and Organizational
Development with a concentration in Sport Administration, I am conducting a study of
the career experiences and expectations of female assistant and associate athletic
directors in intercollegiate athletics. The purpose of this study is to examine the career
experiences of women in intercollegiate athletics, as well as how those experiences
influence career expectations and goals.
Given your position as an associate athletic director, I would like to invite you to
participate in my study. I am requesting one interview of approximately 60 to 90
minutes, a copy of your most recent resume, and a short description of your day-to-day
responsibilities as an associate athletics director. The interviews will take place in
December and January. If you agree to participate, please respond to this email or
contact me at 502-235-8836 to schedule a time for an interview.
Your feedback is vital to the success of this study. More importantly, your responses will
help professionals and academics understand the experiences of women currently in
assistant and associate athletic director positions. Additionally, the experiences you share
will also help women seeking such positions understand the personal and professional
challenges and benefits accompanying senior level positions.
I hope you will consider my request. I look forward to hearing from you.
Sincerely,
Meg Hancock
Ph.D. Student
University of Louisville
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Appendix C
Subject Informed Consent

WOMEN IN INTERCOLLEGIATE ATHLETICS: AN EXPLORATION OF THE
CAREER DEVELOPMENT OF FEMALE SENIOR ADMINISTRATORS
Introduction and Background Information
You are invited to participate in a research study. The study is being conducted by Meg
Hancock and Dr. Mary Hums, Ph.D. The study is sponsored by the University of
Louisville, Department of Heath and Sport Sciences. The study will take place at
multiple colleges and universities in Kentucky, Ohio, and Indiana. Approximately 35
subjects will be invited to participate.
Purpose
The purposes of this study are to (a) explore the career experiences and expectations of
women in senior-level intercollegiate athletic administration and (b) identify perceived
career barriers and supports to (c) gain a better understanding of how the negotiation of
barriers and supports influences career development, expectations, and goals.

Procedures
In this study, you will be asked to participate in one interview approximately 75 to 90
minutes in length. You will also be asked to submit a current resume and job description.
During the interview, you may decline to answer any questions that may make you
uncomfortable. You may also decline to provide a current resume and/or job description.
Potential Risks
There are no foreseeable risks other than possible discomfort in answering personal
questions. There may also be unforeseen risks.

Benefits
The information collected may not benefit you directly. The information learned in this
study may be helpful to others.

Confidentiality
Total privacy cannot be guaranteed. Your privacy will be protected to the extent
permitted by law. Should the data be published, your identity will not be disclosed. All
data collected from participants will be stored at the University of Louisville. Participant
files will be kept in a secured office in a locked file cabinet. Electronic data including
digital recording of interviews, participant correspondence, and interview transcripts will
be kept on a password-protected computer.
Conflict of Interest
This study does not involve a conflict of interest.

Voluntary Participation
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Taking part in this study is voluntary. You may choose not to take part at all. If you
decide to be in this study you may stop taking part at any time. If you decide not to be in
this study or if you stop taking part at any time, you will not lose any benefits for which
you may qualify. You will be told about any changes that may affect your decision to
continue in the study.
Research Subject's Rights, Questions, Concerns, and Complaints
If you have any concerns or complaints about the study or the study staff, you have three
options. You may contact the principal investigator, Dr. Mary Hums, at (502) 852-5908.
If you have any questions about your rights as a study subject, questions, concerns or

complaints, you may call the Human Subjects Protection Program Office (HSPPO) (502)
852-5188. You may discuss any questions about your rights as a subject, in secret, with a
member of the Institutional Review Board (IRB) or the HSPPO staff. The IRB is an
independent committee composed of members of the University community, staff of the
institutions, as well as lay members of the community not connected with these
institutions. The IRB has reviewed this study.
If you want to speak to a person outside the University, you may call 1-877-852-1167.

You will be given the chance to talk about any questions, concerns or complaints in
secret. This is a 24 hour hot line answered by people who do not work at the University
of Louisville.
This paper tells you what will happen during the study if you choose to take part. Your
signature means that this study has been discussed with you, that your questions have
been answered, and that you will take part in the study. This informed consent document
is not a contract. You are not giving up any legal rights by signing this informed consent
document. You will be given a signed copy of this paper to keep for your records.

Date Signed

Signature of Subject/Legal Representative

Date Signed

Signature of Investigator
LIST OF INVESTIGATORS
Dr. Mary A. Hums
Meg Hancock

PHONE NUMBERS
(502) 852-5908
(502) 852-8297

Date Written 10/512011
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Appendix D
Interview Protocol

Preliminary Information for the Interviewer
• Discuss informed consent with interviewee.
• Explain that responses will be kept confidential.
• Inform the interviewee that other individuals (Dr. Mary Hums, Dr. Melissa
Evans-Andris) will have access to the data collected in this study.
• Thank interviewee at the beginning and end of the interview.
Life History and Background
1) Tell me a little bit about yourself.
a. What was your experience with sport growing up?
b. Educational background
c. Early career experiences (Astin, 1984; Betz & Fitzgerald, 1987)
2) What were your original career aspirations? (Gottfredson, 1996; Savickas, 2002,
2005; Swanson & Fouad, 2010)
a. What did you want to be "when you grew up?"
b. How have those aspirations changed? Why? When did they start
changing? What do you think prompted that?
3) How did you become interested in intercollegiate athletics as a career?
a. What initially attracted you to a career in intercollegiate athletics?
b. What motivated you to pursue a career in intercollegiate athletics?
4) When you began your career in intercollegiate athletics, what were some of your
career goals? (Lent et aI., 1994; O'Neil et aI., 2004; Savickas, 2005)
5) Tell me about your current job. (Lent et aI., 1994; Savickas, 2005)
a. Day-to-day responsibilities
b. What was attractive to you about your current position?
Career Experiences
RQ 1) What factors do participants perceive as supports to their career
development?
6) Tell me about some of the best supports to your career. (O'Neil et aI., 2004;
Hopkins & O'Neil, 2007; O'Neil et aI., 2008; Swanson & Fouad, 2010).
7) Discuss how you perceive these supports have affected your career development.
8) Are there any supports that you have not experienced, but believe would be
beneficial to your career development?
9) Please describe one or two of the most positive moments you have experiences
during your career in intercollegiate athletics.
PROBES:
What made the experience positive? In what ways did the experience
affect your career expectations? Career goals?
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RQ 2) What factors do participants perceive as barriers to their career
development?
10) Described some of the barriers you have faced in your career in intercollegiate
athletics (O'Neil et aI., 2004; Hopkins & O'Neil, 2007; O'Neil et aI., 2008;
Swanson & Fouad, 2010).
11) Discuss how you perceive these barriers have affected your career.
12) Please tell me about what you perceive to be barriers to women in intercollegiate
athletics.

RQ 3) How do participants negotiate supports and barriers?
13) Please describe one or two of the challenges you have experienced over your
career in intercollegiate athletics. (Lent et aI., 1994, 2000; Savickas, 2005)
14) Tell me about some of the key transition points in your career. (NOTE: The
interviewer may ask this question in the context of data collected during the
interview or from the participant's resume.)
a) What did you consider when making those decisions?
b) How did you make those decisions?
c) Was there a particular person who influenced you? How? Why?
15) When experiencing a difficult situation at work, what kind of coping strategies
did you use to handle the situation?
16) Describe your level of satisfaction with your career. Current position?
a. What has contributed to your satisfaction? Dissatisfaction? How? Why?

RQ 4) In what ways did participants' perceptions of barriers and supports
influence career outcome expectations? (These questions will be asked in reference
to the barriers/supports participants identified earlier in the interview. The
interviewer will also allow for new barriers/ supports to emerge.)
17) What expectations did you have about your career when you began working in
intercollegiate athletics? (Lent et aI., 1994)
18) Have your expectations changed? How and why?

RQ 5) In what ways did participants' perceptions of barriers and supports
influence career goals? (These questions will be asked in reference to the
barriers/supports participants identified earlier in the interview. The interviewer
will also allow for new barriers/ supports to emerge.)
19) Tell me some of your career goals now. How have your goals changed over time?
How and why?
20) If you had not pursued a career in intercollegiate athletics, what do you think you
would be doing now?

Wrap-Up and Advice
21) Where do you see yourself in 5 years? 10 years?
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22) What advice would you share to younger women seeking to advance in
intercollegiate athletic administration?
Participant Demographics
Demographic information is for record-keeping purposes only and will not be used to
identify responses. Demographic responses will be presented in aggregate form.
Age:
Race: African-American

Asian! Asian-American

Hispanic

Nati ve American

White

Other (Specify: _ _ _ _ _ _ _ _ _ _ )

Highest Level of Education:
Two-Year (Associate) Degree

High School

Some College

Four-Year Degree

Some Graduate School

Master's Degree

Other (Specify: _ _ _ _ _ _ _ _ _ )

Current Job Title:
Number of years working in intercollegiate athletics:
Number of years working with current institution:
Number of years in current position:
NCAA Division:
NCAA D-I (FBSIFCS)

NCAA D-II

NCAA D-III

Salary:

$25,000-$34,999

$35,000-$44,999

<$24,999

$45,000-$54,999

$55,000-$64,999

$65,000-$74,999
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>$75,000

Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q Q
1 2 3 4 5 6 7 8 9 1 1 1 1 1 1 1 1 1 1 2 2 2
0 1 2 3 4 5 6 7 8 9 0 1 2
RQ I: What factors
do participants
perceive as
supports to their
career
development?
RQ 2: What factors
do participants
perceive as barriers
to their career
development?
RQ 3: How do
participants
negotiate supports
and barriers?
RQ 4: In what
ways did
participants'
perceptions of
barriers and
supports influence
career outcome
expectations?
RQ 5: In what
ways did
participants'
perceptions of
barriers and
supports influence
career goals?
RQ 6: What coping
strategies do
participants employ
to reconcile
potential
differences
between career
aspirations and
career realities?
Life History
Advice

X

X X X X

X

X X X X X

X X

X

X X X

X X

X X

X X X X

X

X X X X
X X X X
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2005
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College Student PersonnellHigher Education
Concentrations: Student Development,
Organizational Leadership

B.A.

2003

Randolph College
(formerly Randolph-Macon Woman's College)
Sociology and Anthropology

ACADEMIC & PROFESSIONAL POSITIONS
University of Louisville, Louisville, KY
August 2009 to present
Sport Administration Program, Department of Health and Sport Sciences
Instructor (August 2010 to present)
Teach undergraduate and graduate lecture classes and supervise internships. Taught large
lecture class of 90+ students, and serve as faculty advisor for student organization.
Advise approximately 75 undergraduate students. Co-coordinator for COSMA
Accreditation candidacy application and self-study.
Classes taught include:
• SPAD 281, Principles of Sport Management (Introductory Course)
• SPAD 382, Organizational Behavior
• SPAD 401, Career Development in Sport
• SPAD 402/692, Internship supervisor for approximately 20 undergraduate and
Master's students each semester
• SPAD 625, Organizational Behavior (Masters-level)
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Graduate Research AssistantlTeaching Assistant (August 2009 to July 2010)
Teaching duties included lecturer for undergraduate core classes, team teaching for
special topics graduate/undergraduate class, teaching assistance for undergraduate and
graduate classes, and intern supervision. Classes taught or assisted with, and guest
lectures include:
Instructor, SPAD 382 Organizational Behavior
Co-Instructor, SPAD 529 Women in Sport (undergraduate and Master's-level)
Co-facilitator, SPAD 521 Independent Study in Sport Administration
Teaching assistant, SPAD 390 Sport Governance
Intern supervisor, SPAD 402 Internships
Guest lecturer for multiple undergraduate and graduate SPAD courses:
Title IX and Intercollegiate Athletics. SPAD 390 Sport Governance. Fall
2009, Fall 2010, Spring 2011, Fall 2011, Spring 2012
Sexuality and sport. SPAD 284 Issues and Ethics in Sport. Spring 2010,
Summer 2010, Fall 2010
Gender and sport. SPAD 281 Principles in Sport Administration. Spring
2010, Summer 2010, Fall 2010, Spring 2011, Fall 2011
Qualitative research methods. SPAD 604 Research methods. Spring 2011,
Fall 2011, Spring 2012
Leadership in Organizations. SPAD 625 Organizational Behavior. Spring
2011
Ethics in sport. SPAD 390 Sport Governance. Fall 2010
Olympism and the Olympics. SPAD 390 Sport Governance. Fall 2009
International Professional Sport. SPAD 390 Sport Governance. Fall 2009
North American Professional Sport. SPAD 390 Sport Governance. Fall
2009
Major Games in Amateur Sport. SPAD 390 Sport Governance. Fall 2009
Amateur Sport in the Community. SPAD 390 Sport Governance. Fall 2009
Research duties included literature review and budget development for two grant
proposals, one federal competitive grant, and one international grant. Also assisted with
several research projects related to Sport for Development and Peace.
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July 2005 to July 2009

Dartmouth College, Hanover, NH

Assistant Dean of First-Year Students! Director of Orientation
Implemented activities, programs, and policies designed to aid first-year students in their
adjustment to a select, diverse, and highly competitive liberal arts environment. Planned
and coordinated a comprehensive orientation program and first-year programming
initiatives related to orientation goals and objectives.
• Managed budget of nearly $70,000 and allocated funds to departments and
programs responsible for orientation programs
• Advised and prepared first-year students involved in major misconduct for
appearance before the College Committee on Standards
• Adjudicated students involved in minor misconduct
• Consulted with faculty members, administrators, and parents about individual
students and applicable College policies.

Assistant Athletic Director for Student Enhancement
Initiated, developed, and implemented academic and life skills programming for nearly
1,000 student -athletes. Collaborated regularly with athletic administration, campus
offices, and 34 varsity coaches to facilitate and promote workshops and speakers.
• Coordinated the T.E.A.M. Concept Leadership Academy, Team Faculty Advisor
Program, community service programs, and professional development sessions
for coaches and athletic training staff
• Administered programming and administrative budget of $60,000+
• Advised the Student-Athlete Advisory Committee (SAAC)

RESEARCH AND SCHOLARLY ACTIVITIES

1. Publications
Peer Reviewed Journals
Hancock, M. G., Lyras, A., & Ha, J. P. (in review). Sport for development
programs for girls and women: A global assessment. Journal of Sport for
Development.
Hancock, M. G., & Hums, M. A. (2011). Participation by transsexual and
trans gender athletes: Ethical dilemmas needing ethical decision making skills.
Journal of the International Council of Sport Science and Physical Education
(ICCSPE) Bulletin, 62.
Book Chapters
Hums, M. A., & Hancock, M. G. (2012). Sport management: Bottom lines and
higher callings? In A. Gillentine, R. E. Baker, & J. Cuneen (Eds.) Critical Essays
in Sport Management: Exploring and Achieving a Paradigm Shift. Scottsdale,
AZ: Holcomb Hathaway.
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2. Academic Presentations
Hancock, M. G., & Greenwell, T. C. (2012, May). The selection of a sport
management major: Factors influencing student choice from a consumer-oriented
perspective. To be presented at the annual conference of the North American
Society for Sport Management, Seattle, Washington.
Hancock, M. G., & Hums, M. A (2012, May). Women in intercollegiate
athletics: An exploration of the career development of female assistant and
associate athletic directors. To be presented at the annual conference of the North
American Society for Sport Management, Seattle, Washington.
Hums, M. A, Wolff, E., & Hancock, M. G. (2012, March). Sport for
development and peace: Initiatives, challenges, and pathways forward. Presented
at the National Association for Sport and Physical Education for the 2012
AAHPERD National Convention and Exposition, Boston, MA

Hancock, M. G., & Hums, M. A (2011, June). If you build it, will they come?: A
demographic assessment of sport management graduate and undergraduate
students.
Presented at the annual conference of the North American Society for Sport
Management, London, Ontario, Canada.
Hancock, M. G., Mahoney, T. Q., Hambrick, M. E., & Moorman, A M. (2011,
March). "After I complained ... ": An analysis of non-discrimination and
retaliation policies of university athletic departments involved in Title IX
litigation. Presented at the annual conference of the Sport Law and Recreation
Association, Savannah, GA
Mahoney, T. Q., Hancock, M. G., Hambrick, M. E., & Moorman, A M. (2011,
March). Title IX retaliation claims on the rise in college athletics: An analysis of
athletic departments' mishandling of sex discrimination claims. Presented at the
annual conference of the Sport Law and Recreation Association, Savannah, GA

Hancock, M. G, Lyras, A, & Ha, J. (2010, June). Global assessment of sport for
development programs for girls and women. Presented at the annual conference of
the North American Society for Sport Management, Tampa, FL.
Welty Peachey, J., Lyras, A, Borland, J., Hancock, M., & Cohen, A (2010,
June). Sport for social change: A Methodological Proposition for Assessing the
Impact of Street Soccer USA on Effecting Positive Life Changes Among the
Homeless. Paper presented at the Power of Sport Summit, International
Association of Sport for Development and Peace, Boston, MA, USA
Hums, M.A, Lyras, A, & Hancock, M. G. (2010, June). Tools for teaching
about sport for development and peace in the sport management classroom.
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Presented at the annual conference of the North American Society for Sport
Management, Tampa, FL.
Hums, M.A., Lyras, A., & Hancock, M. G. (2009, November). The Ashoka
Foundation's Sport for a Better World Competition: Sport for development and
peace in action. Presented at the annual conference of the North American Society
for the Sociology of Sport, Ottawa, Canada.
Lyras, A., Wolff, E., Hancock, M. G, & Selvaraju, U. (2009, November). Sport
for development global initiative. Presented at the annual conference of the North
American Society for the Sociology of Sport, Ottawa, Canada.

Hancock, M. G. (2008, January). Building a T.E.A.M. concept. Presented at the
annual conference of the National Consortium for Academics and Sport
Conference, Orlando, FL.
GRANT FUNDING and AWARD ACTIVITIES
Hancock, M. G. (2011). Diversity in Sport and Physical Activity Grant. Funded
by Texas A&M University in the amount of $750.
Hancock, M. G. (2011). Dr. M. Celeste Nichols Professional Development
Award. Funded by the University of Louisville Women's Center in the amount of
$420.
Hancock, M. G. (2011). International Student Travel Grant. Funded by the
University of Louisville International Student Office in the amount of $331.
Hancock, M. G. (2011). College of Education and Human Development
Graduate Student Travel Award. Funded by the University of Louisville College
of Education and Human Development in the amount of $231.
Hancock, M. G. (Summer, 2010). Samuels Family Scholarship. Funded by the
University of Louisville College of Education and Human Development in the
amount of $1,437.
Lyras, A. & Hancock, M. G. (2010). Youth LD.E.A.L.S. Bureau of Educational
and Cultural Affairs (ECA): International Sports Programming Initiative.
Unfunded, $337,184.
Lyras, A., Hancock, M. G., & Ha, J. (2009).Olympism, Peace, and Development:
Governance, theory, and practice. Postgraduate research program, International
Olympic Committee. Unfunded, $10,000.
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Hancock, M. G. Travel to Tampa, FL for the 2010 North American Society of
Sport Management (NASSM) Conference. Funded by the University of Louisville
in the amount of $300.
Hancock, M. G. Travel to Ottawa, Canada for the 2009 North American
Sociology of Sport (NASSS) Conference. Funded by the University of Louisville
College of Education and Human Development in the amount of $300.
SERVICE, MEMBERSHIP, and LEADERSHIP
Professional
Article Editor, Sage Open Publications
Reviewer, Journal of Issues in Intercollegiate Athletics
Contributor, Journal of Sport Management Digest
Member, National Association of Collegiate Women Athletics Administrators
o Educational & Professional Development Committee, February 2012
to present
o NACWAAlHERS Graduate, Indianapolis, IN, June 2007
Member, North American Society for Sport Management (NASSM)
Member, Sport & Recreation Law Association (SRLA)
University
Advisor, Sport Administration Club, University of Louisville
Co-Coordinator, COSMA Accreditation, University of Louisville
Member, Sport Administration Master's Admissions Committee, University of
Louisville
Member, Sport Administration Program Committee, University of Louisville
Participant, Graduate Teaching Academy, University of Louisville,
Member, Multiple search committees, University of Louisville & Dartmouth
College
Chair, Orientation Planning Committee, Dartmouth College
Creator and Facilitator, T.E.A.M. Concept Leadership Academy, Dartmouth
College
Community
Mentor, Louisville Youth Group, Louisville, KY
Volunteer, Girls on the Run, Louisville
Volunteer, Supplies Overseas, Louisville, KY
Volunteer, Ford Ironman, Louisville, KY
Volunteer, Kentucky Derby Festival, Louisville, KY
Volunteer, Center for Women and Families, Louisville, KY
Volunteer, Raised $2,000 for Home of the Innocents, Louisville, KY
Rider, Raised $500 for Bike to Beat Cancer, Louisville, KY
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HONORS

2012
2012
2011
2011
2011
2010
2001
2003
2002
2002
2001
2001

Red & Black Scholar-Athlete Faculty Mentor, University of Louisville
Diversity in Sport Grant Recipient, Texas A&M University
Dr. M. Celeste Nichols Graduate Student Award, University of Louisville
Red & Black Scholar-Athlete Faculty Mentor, University of Louisville
Faculty Guest Coach, Women's Lacrosse, University of Louisville
U.S. Delegate, International Olympic Academy (cancelled due to
economic crisis in Greece)
Woman of the Year, Randolph-Macon Woman's College
Outstanding Sociology/Anthropology Senior Thesis, Randolph-Macon
Woman's College
Maude Huff Fife Scholarship, Randolph-Macon Woman's College
• Scholarship for a rising Junior who best personifies R-MWC
Alpha Kappa Delta, Randolph-Macon Woman's College
Team Captain, R-MWC Varsity basketball (NCAA, D-III)
Student Mentor of the Year, Randolph-Macon Woman's College
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